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ARTICLE 1
AGREEMENT

This Agreement, effective March 30, 2007, is enterad intc beiween The Regents of the
University of California, a corporation {hereinafter refemed 0 as the “University”, or
"management’, or “employer"), represented by the Office of the Fresident of the Universit_y of
California system, and the University Professional and Technical Employees - Communications
Workers of America Local 9119 union, (hereinafter referred to as "UPTE" or the "union®,
pursuant to the provisions of the Higher Education Employer-Emploee Relations Act (HEERA).

A

PURPOSE

it is the intent and purpose of the parties thal this Agreement constitutes an
implementation of the provisions of HEERA, and provides lor orderly and constructive
employmaent relations in the public interest, in the interests o! thi: employees represented
by UPTE, and in the interests of the University. The parties [iereby acknowledge that this
Agreemen! represents an amicable understanding reached hy the parties as a result of
the unlimited right and opportunity of the parties to make any and all demands with
respect to the employer-employee relationship that exists t atween them relative to the
scope of bargaining.

EXCLUSIVE REPRESENTATIVE

The University recognizes UPTE-CWA 9119, which wis certified by the Pubiic
Employment Relations Board (PERB) on September 15, 1¢97 in SF-PC-1053-H as the
sole and exclusive representative for the purposes of collecti ¢ bargaining with respect to
wages, hours, and terms and conditions of employment {:r all employees, excluding
employees defined by HEERA as managerial, supervisory andfor confidential and ail
student employees whose employment is contingent upon th zir status as students, in the
Health Care Professionals (HX) bargaining unit.

EMPLOYEE DEFINED -

The term "employee” as used in this Agreement shall refer to amployees of the University
of California in the HX unit, except for those excluded pursuait to Section B., above. The
classes and fitle codes included in the HX unit are listed in Apxendix A,

CREATION OF NEW CLASSIFICATIONS

1. UPTE recognizes that the University has the exclusiviz right to establish new title
codes and titles for any individual, pasition, or title ircluded in or excluded from
the bargaining unit, as defined in Section B. of this #rticle. The University shall
advise UPTE of any such new titleAtitle code.

2. When the University creates a new classification an ! title within the bargaining
unit, the University shall provide a notice 1o UFTE of the classification's
bargaining unit assignment at least sixty (60) calend:. days before the proposed
date of implementation. The notice to the union suall include a statement of
reason(s) for the creation of the new classification. JPTE shafl have thirty (30}
calendar days after mailing of such notice to contest he Universily’s assignment
of the newly created classification/title to the HX bargaining unit. Employees shall
not be placed in the new classification/title until the thity (30) day notice period is
complate. If UPTE does not contest the bargainirg it assignment of the newly
created position within the thity (30) calendar dity notice period, the unit
assignment of the new classification shall be deame | agreeabls to the parties
and employess shall be assigned to the nawly create: classification.

a. If the new dassification is in the bargaining v in accordance with the
provisions of Section Cv.t., above, the Univarsit' and UPTE shall meet and
confer regarding the salary range and ancillary pay practices for that new
classification in accordance with its protocols.

b if UPTE contests the bargaining unit assignr ent of the newly created
classificationftitle within thirty {30} calendar das of receiving notice from
tha University, the University and UPTE shall meet in an effort to reach
agreement on the bargaining unit assignment for the classification. If the
parties are unable to reach agreement regerding the bargaining unit



assignment of the title/classification, the dispute shall be submitted to
PERB for resolution.

C. No employee shall be assigned to the newly estzblished classification or
titte until the bargaining unit assignment is eithar agreed 1o or resolved by
PERB, although the duties associated with the position may be assigned
to the affected employees.

3. When the University creales a new classification and titte outside the bargaining
unit, the University shall mail a notice to UPTE of the classification's bargaining
unit assignment, if any.

4. UPTE shall nofify the University within thirty (30) calendar days of the mailing of
the nofice if UPTE intends 1o challenge the University's bargaining unit
assignment of the new title and classification. The parties will meet to discuss
UPTE's concemns. Foliowing the discussions, any unresolved disputes may be
submitted to PERB for resolution.

RECLASSIFICATION FROM UNIT TO NON-UNIT POSITIONS

In the event the University determines that a position should be reclassified or designated
for exclusion from the unit, or the University intends to replace the major portion of a
bargaining unit position with a position in a classification outside of the unit, the University
shall notify UPTE in writing at least thirty {30) calendar davs prior to the proposed
implementation. If UPTE believes that the action violates this Agreement, UPTE shall,
within thirty (30) calendar days of the mailing of the University's notice, notify the
University in writing that it wishes to challenge the action. The parties will meet to
discuss UPTE's concerns.  Any unresolved disputes that remain following these
discussions may be submitted to PERB for resolution. The discussions shall not defay
the exclusion.

ABOLITION OF CLASSES

The University shall inform UPTE when classifications are abolished. The University will
provide UPTE with sixty (60} calendar days notice of its intent to abolish a classification.
The notice to the union shall include a statement of the reaseon(s) for the abolition. In the
even! employees will be affected by the abolition of a classification, the University and
UPTE shall, following the request of UPTE, meet at least thirty (30) calendar days before
the intended date of implementation, unless the parties agree otherwise. The University
shall not abolish the classification unless the parties have reached an agreement. If the
parties are unable to reach an agreement, the dispute shall be submitted to PER8 for
resolution,

ARTICLE 2
ACCESS

GENERAL PROVISIONS

The parties acknowledge that it is in the union’s interest that it be granted access to
University facilities for union business for the purpose of ascertaining whether the terms
of this Agreement are being met;, engaging in the investigation, preparation, and
adjustment of grievances; conducting union meetings; explaining to bargaining unit
members their rights and responsibilities under the Agreement; and informing
Healthcare Professionals Unit employees of union activities, including collective
bargaining.

1. The University has the right to enforce reasonable access rules and regulations
as promulgated at each campus/hospital/laboratory.

PATIENT CARE AREAS

Union representatives shall have access to patient care areas only as necessary for
traval to and from union business. UPTE representatives shall not contact employses in,
or use patient care areas when conducting union business. When the designated
campus/hospitalflaboratory official and the union representative mutually agree that a
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visit to a patient care area is necessary to adjust grievances, anfi contract related issues,
access to patient care areas will be granted. “Patient cara ar.a” includes:

1.

2.

Chart rooms and rooms that function as or are in the "ature of chart rooms;
Nursing stations;

Patient and/or visitor lounges including patient confurence rooms, sitting rooms,
and solaria;

Libraries or study areas located within patient care an:as,
Patient floor and operating room area corridors; and

Patient rooms, operating rooms, laboratories, cfinizs, .uind other treatment and
patieni care areas.

ACCESS BY THE UNION/UNION REPRESENTATIVES — (I E:-{ERAL PROVISIONS

1.

Dasignated union UPTE representatives who are n:t University employees, or
who are not employed at the facility visited, may vizil the facility at reasonable
times and upon notice to the designated campus/hospitallaboratory
representative to discuss with the University or bargaining unit members’ matters
pertaining to this Agreement. In the case of visits fo- the purpose of conducting
unscheduled meetings with bargaining unit members, the union representalive
shall give advance notice upon amival in  accordance with local
campus/hospitallaboratory procedures.

UPTE will fumnish the University with a written list o’ all UPTE representatives,
employee representatives and UPTE officers who ar¢ authorized by the union to
conduct union business.

This list shall be maintained in a timely manner by UPTE and any changes,
additions or deletions to the list rust be made in writin;) to the University.

Union business or activities such as membership recruliment, campaigning for
union office, hand-billing or other distribution of literatu-e, drafting of information to
employees about union business/activities, and all ath ir union activities shall take
place during non-work time. Employee rest and meal periods are non-work time
for the purposes of this Article.

EMPLOYEE REPRESENTATIVES

1.

The University shall recognize UPTE designated smyloyse representatives who
have baen identified in accordance with the terms of this Agreement. The function
of the UPTE designated employse representative is to inform employees of their
rights under this Agreement, 1o ascertain that the te'ms and conditions of this
Agreement are being observed, and to investigate and 2ssist in the processing of
grievances.

For the purposes of receiving paid release time as prcvided in this section, each
campus/hospitalflaboratory may have one UPTE-designated employee as UPTE
designated employee representalive {for example, or e representative from the
San Diego campus & hospitals). If a campus/hospital laboratory has more than
one hundred {(100) bargaining unit members, UPTE inay additionally designate
one {1) UPTE-designated employee representative fo' each one hundred {100)
bargaining unit members thereafter, up to a maximum «f six (6) UPTE-designated
employee representatives per campusihospital/iabcratory, UPTE shall not
designate more than one {1} UPTE designhated emloyee representative per
department.

a. The total cumulative use of paid release time lor any UPTE designated
employee representative shall be limited to ten (10) hours in any one (1)
month, with the exception of one (1) UPTE desi:nated representative who
would receive twelve (12) hours per month per location. University
convened meetings pursuant to Article 8 - Gries.ance Procedure, shall not
be deducted from this bleck of time.




b. The use of the maximum time provided shall be for grievance-related
activity such as:

1} The initial hand-delivered filing of a grievance and the retrieval of
Univarsity documents provided pursuant to a written request for
information related to a grievance;

2) One on one meetings with a grievant conceming a filed grievarce,
or an alleged violation of this Agreement which is at the Inforral
Review stage of Article 8, Grievance;

3) Meelings with the University representative to whom written
grievances are presented, or to whom documents related to filed
grievance are presented/signed, or with whom time fimit
agreements are achieved,

4) Informal Review mestings heid pursuant to Section E. of Article 8,
Grievance;

c. A request for release time will be made to the UPTE designated employee
representative’s supervisor prior to the aclivity. Such approval shall be
granted solely based on operational needs and shall not be denied
unreasonably.

d. Al its sole discretion, the University may authorize use of release time for
more than the time Emits provided in this Article. The exercise of this
discretion and/or the enforcement by the University of the maximum time
shall under no circumstances establish a precedent for the UPTE
designated employee representative or department involved. Furthermore,
the allowance of greater than the maximum time in a month for an UPTE
designated employee representative shall not have any effect or bearing
on the University's ability to enforce the maximum on any other UPTE
designated employee reprasentative.

a. Should a question of possible abuse of these release time provisions
arise, the University will so natify UPTE, and the partias will attempt to
resolve the matter,  a question remains, the University may take
comective action when wamanted,

MEETING ROOMS AND BULLETIN BOARDS

1.

UPTE shall be granted use of designaled general purpose mesting rooms. Such
use shall be arranged in advance with the designated campus/ospitaifiaboratory
office and will not be unreasonably denied. Room reservations shall not be
¢ancelied by the University except where unforeseen circumstances require the
room to be used for purposes such as teaching, or patient care-related purposes,
or siaff conferences. If a reserved room is canceled, the University will attempt to
provide a comparable altemative.

UPTE shall have access to general purpose bulletin boards and shall have the
use of those bulletin boards. Any materials posted must be dated and initialed by
the union representative responsible for the posting and a copy of all materials
posted must be provided to the appropriate University represeniative at the
location at the time of posting. At those locations where the University is
respansible for posting material on bulletin boards, the University will post copies
of the UPTE-provided material within one (1) business day.

MAIL DELIVERY

United States mall, which is recaived by the University bearing an employee name and
accurate address, will be placed in the employee mailbaxes in the normal manner. In
departments where employse mailboxes exist, the union shall have reasonable use of
them, |n departments where individual mailboxes are in a restricted work area, UPTE
may make amangements with the responsible Univarsity official in the restricted work
area to have the UPTE mail placed in the employee mailboxes. Where mailboxes do not
exist for employaes, the University will distribute UPTE mail to employess by the normal
method.

—_—
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TELEPHONE USE

Employee representatives may use University telephone; to conduct union business
which is specifically authorized by Article 8, Grievance Procedure. Employees are
responsible for paying any costs associated with such tetiphone usage in accordance
with the departmental procedures in effect at the time. Tl'a frequency and duration of
permitted talephone calls shall not be such as to interfera with or disrupt the er_npioyees
completion of work assignments, nor impair the efficiency of University operations. UC
may audit employee's use of telephone system.

E-MAIL USE

Any use of e-mail by employee representatives shall confori:1 lo and ba in accordance
with applicable University policy regarding mail/electronic co.mm-inications.

EMPLOYEE LISTS '

1. On a monthly basis, the University shall provide UI'TE with an electronic list via
File Transfer Protocol (FTP) of all employees in the bargaining unit. This list will
include the following: name, title, title code, date ot hire, annualized pay rate,
percentage appointment, appointment type, campu: mailing address, and hiring
unit. In addition, the list will include the home addriss and telephone number of
bargaining unit members, unless the employee has specifically requested that the
home information not be released. The University vill provide UPTE a weekly list
of changes (e.g. new hire, comrections, transfers, . alary changes) via FTP thal
have oceurred within the bargaining unit.

2, The Union will inform bargaining unit emplayees of |hsir right to designate their
home address as confidential. Such notice will be: provided when the union
provides its "Hudson™ notice 1o employees.

3. Upon written request by UPTE, the University w.ll provide the undisclosed
home addresses to a mutually agreed-upon mailing service firm through which
UPTE can comespond with said individuals. The mailing service shall keep
confidential the home address of the employees wi'o have requested that the
home information not be released. UPTE will bear al co: s associated with this
service,

4, Employee work and home addresses and telephone numbers shall be
mairitained as confidential by the Union. The Unicoh shall take all reasonable
steps to ensure the confidentiality of all informaticin provided to it under this
Article,

5. The Union agrees to defend, indemnify and hald harmless the University of
California (including its subdivisions and employei:s) from any claim, suit or
liability of any nature arising from (a} a challenge In this Section {; or (b} any
action of the Union taken pursuant to, or in violat an of, this Section F. The
Regents will give the Union prompt written notice of any claim; suit or liability
which it contends is subject to this provision.

DISTRIBUTION OF AGREEMENT

A copy of this Agreement shall be given by the Universitr to each employee in the
Bargaining Unit. The University and UPTE shall split the ¢ist of printing contracts for
unit members. In addition, the parties shall each pay for the number of copies they
need for administrative and other purposes.

NEW EMPLOYEE ORIENTATION

UPTE may be permiited to meet with new hargaining uni. employees in accordance
with local campushospitalflaboratory timetables, polices and practices for a
reasonable period of time not 10 exceed thity (30} mint tes immediately after new
employee orientation sessions, if any, for the purpose of sianing information with new
bargaining unit employees. The University shall notify UPT £ in advance of scheduled
orientations, if any, upon reguest of the local UPTE represetative.
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ARTICLE 3
ARBITRATION PROCEDURE

GENERAL CONDITIONS

1.

An appeal to arbitration may be made only by the union and only after the timely
exhaustion of Article 8, Grievance Procedure. The app«al to arbitration must be
signed by the President of UPTE-CWA Local 9119 or his/her designes, and filed
with the Office of Labor Relations, Office of the President.

a. When hand delivered, proof of service must accompany the appeal to
arbitration. The date of receipt will be used to determine the date of the
appeal for hand-delivered appeals.

b. When mailed, the appeal must arrive in an envelope with a U.S. Postal
Service Postmark. The U.S. Postal Service Postmark wilk be used to
determine the date of the appeal for mailed appeals.

For the purposes of this Article, time limits are calculated in calendar days, and
deadlines which fall on a day which is not a University/campus business day will
automatically be extended to the next business day. All time limits may be
exianded by written agreerment of the parties in advance of the expiration of the
time limit. The unien's failure to meet any time limit, or extension to a time limit
will render the Appeal to Arbitration ineligible for further processing and the
University's Step 3 answer will be considered final.

If the appeal to arbitration is withdrawn or an arbitration hearing otherwise does
not take place, the University's Step 3 answer will be cor.sidered final.

The decision of the arbitrator on any issue properly before her/him shall be final
and binding.

An appeal to arbitration shall not prohibit efforts by the University and UPTE to
resolve the grievance during the time the appeal is pending and until such time
that an arbitrator has rendered her/his decision.

UPTE shall have full authority to settle, withdraw or otherwise dispose of any
grievance brought on behalf of the union andfor on the behalf of employees. An
agreement by the parties to seltle, withdraw, or otherwise dispose of a grievance
appealed to arbitration shall be binding upon the grievant(s).

Where two (2) or more grievances are appealed to arbitration, all grievances by or
related to the same employee(s}, or grievances which relate to the same incident,
issue or course of action, may be consolidated by agreament of the parties.

TIME LIMITS

a. Initial Filing - An appeal to arbitration must be filed within thirty {30)
calendar days of the issuance of the University's Step 3 decision to the
urtion. Appeals which do not contain the approitate union signature will
be considered ineligibie for appeal to arbitration.

b. University Acknowledgement of Receipt - Within fifteen (15) calendar days
of the postmark or, in the case of hard delivery the date of receipt, of the
union's appeal to arbitration, the University shall mail o the union an
acknowledgment of the receipt of the appeatl and the identity of tha
location to which all relevant correspondence should be directed.

c. Scheduling of the Hearing Date - Within ninety (80) catendar days from the
date the grievance was originally appealed to arbitration; the parties shall
select an arbitrator and schedule an arbilralion date. Should the parties be
unable to agrea (0 a hearing date, the authority to schedule the hearing
rests with the arbitrator. The parties may extend the ninety (30} day limit
for scheduling the arbitration by mutual written agresment in advance of
the expiration of the time limit. In such cases the arbitrator shall be
provided with a copy of the written agreement.



d. UPTE Request That A Grievance Be Placed 1 ““beyance - Should UPTE
make a request that the grievance be plaged in abeyance for any reason,
the period of abeyance shall not exceed ninety (30) days, except in cases
of sexual harassment where it shall be one hundred-eighty days (180).
The provisions of Section H.1 shalt apply to grievances placed in
abeyance by UPTE. Failure by UPTE to reacti‘ate the grievance within the
ninety {90) or cne hundred-eighty {180} day ti ne limit following agreement
by the parties that it be held in abeyance, will render the grievance
inafigible for arbitration and the last preceding University written answer
shall become final.

9, An appeal of an expedited grievance to arbitration m.iy be made only by UPTE in
accordance with this section, Requests for arbit ation under the expedited
grievance, Section F.2.¢., of Article 8, Grievance Procedure must include a copy
of the completed grievance form.

DEFINITIONS
For the purposes of this Article, the terms:

1, *GRIEVANT" means any employee covered by this cantract who has a grievance
or complaint (as defined by this Article);

2 "WITNESS", for the purposes of release time, means any employee covered by
this contract who is serving as a witness in a grievane proceeding;

3. 'EMPLOYEE REPRESENTATIVE" means any empl:yee covered by this contract
who is a designated union representative of UPITE, in accordance with the
provisions of Article 2, Access; and

4, "UPTE REPRESENTATIVE" means any person who is & non-university employee
acting in the interest of or on behalf of UPTE,

5. "THE PARTIES" means the University and
a. the grievant; andfor
b. the "UPTE representative” or the "employee I spresentative” serving as the

grievant’s representative.
EMPLOYEE REPRESENTATION

Union representation at the arbitration hearing may consist of up to two (2)
representatives, with only one (1) of the two (2) representat ves heing eligible for without-
loss-of-straight-time-pay status. Only one (1) of these individuals may be designated as
the employee advocate for the course of the hearing.

SELECTION OF ARBITRATOR

Within forty-five (45) calendar days of the date of the appe:l Yo arbitration, the arbitrator
shall be selected using the following permanent panal proce dures:

1. 0n a case by case basis, the parties may agres to 'he selection of any qualified
and available person to serve as an arbitrator. .\bsent such agreement, the
parties may agree to the selection of ant arbitrator fre m their respective pansl.

2. In the event the parties cannot agree fo an arbitrat ir, the parties shall select the
names of seven (7) arbitrators from the appropriate panel, as provided in Section
L.6., below, by blind lot. The parties shall then alemately strike one (1) rame
each from the seven names. The first strike will be letermined by a flip of a coin,
and the last name remaining shall be the arbitrator.

3 Iif both parties disagree with the arbitrator who ha' been selected, the process
shall be repeated once in its entirety.

4. A separate arbitrator shall be selected for each grie'vance appealed to arbitration,
unless the parties agree otherwise in writing.



The parties may agree in writing to extend the forty-five (45) day limit for selecting
the arbitrator. Failure to select the arbitrator withins forty-five (45) calendar days, or
to achieve a written extension of the time period, will render the appeal to
arbitration ineligible for further processing and the University's Step 3 answer will
ba considered final.

If UPTE Initiates the selection process in writing to the University with a preferred
arbitrator from the arbiteation panel and there is no written University response by
the deadline for selection of the arbitrator (45 days from UPTE's appeat to
arbitration}, then the UPTE choice shall be final unless UPTE initiates the
selection process within fiteen (15) business days of the deadline for selection of
the arbitrator. In such case, the University shall have fifteen {15) business days to
respond o UPTE's choice of an arbitrator and the period for scheduling the
arbitration hearing shail be extended by ten (10) business days.

All arbitrability disputes, substantive or procedural, shaii be subject to arbitration
under this Article 3, including disputes arising from University claims that UPTE
nas lost the right to pursue arbitration of a pending grievance because of untimely
processing or that the grievance is ineligible for further processing.

The process set forth herein to pursue an arbitrability hearing when the University
claims that UPTE has failed to select an arbitrator in a timely manner shali be the
exclusive process for such purpose, superceding and/or replacing any other
claimed process.

When the University refuses o proceed to arbitration on a grievance on the
grounds that UPTE has failed to participate in the selection of arbitratars in a
timely manner as required by Article 3, Section D.5., of the contract, UPTE will
make a demand for arbitration of that issue in writing to the Office of the President
within thirty (30) days of the postmark of the campus nefification to the union that
the case is ineligible for further processing.

SCOPE OF ARBITRATION

1.

Unless there is an agreement by both parties to modify the scope of the hearing,
the issue(s) to be heard by the arbitrator shafl solely and in its entirety be
restricted to the issue(s) stated by Step 3. Issues or alleuations which were known
or should have been known to either party but not int:oduced by the Step 3
process shall not be introduced by either party at the arbitration hearing, except
as provided in Section E.2,, below.

When practicabis, the University shall inform UPTE in writing of its intent to assert
the issue of arbitrability prior to the selection of the arbitrator in its
Acknowledgement of Receipt, according to A.8b above. The issue(s) of
arbitrability shall be resolved in a hearing prior to and separate from the hearing (if
any) about the substantive facts and/or allegations in dispute, except as provided
in Section E.3., below, In such case, the parties shall use the selection process
described in Section D. above to select two arbitrators. The first arbitrator will be
selected to hear the issues of arbitrability and the second arbitrator will be
selected to decide the merits of the case if the issues are determined to be
arbitrable. Unless either party requests a full and complete arbitration proceeding
on the arbitrability issue, the first ambitrator shall issue either a bench deciston, or
upan either party’s request, a written decision within seven (7) calendar days of
the completion of the arbitrability hearing. In the event that the first arbitrator, as a
result of the hearing referenced above determines a matter to be arbitrable, the
first arbitrator shall have no authority to decide the issues pursuant to the merits
of the case. A hearing on the merits of the case will be scheduted with the second
arbitrator, unless the parties agree otherwise.

If, following the University's acknowledgement of UPTE's appeal to arbitration in
A8.b, the University raises for the first time issue(s) of arbitrability a singie
hearing on the issue of arbitrability and the substantive facts will be held, unless
the parties agree otherwise. If the arbitrator finds the grievance to be not
arbitrable, the substantive facts of the case need not be heard and the grievance
shall be denied. If the arbitrator finds in favor of arbitrability, the hearing shall
proceed 1o the substantive issues raised.



Saction E.1. and Section E.2. above, shall not prevent the parties from _agreeing
in writing to combine the arbitrability hearing with thi hearing on the merits of the
case.

If the union requests a postponement of the f:cheduled arbitration hearing
following the University's raising issue(s) of abilrability, the hearings on
arbitrability and facts, if any, shali be separate, and the provigions of Section E.3.
above, shall apply.

ARBITRATION PROCEEDING

1.

2.

The parties will attempt to agree on a location for the: arbitration hearing.

The arbitration hearing shall be closed to anyone otlier than the participants in the
arbitration hearing, unless the parties otherwise agre-a in writing.

The arbitration hearing shall provide an opportunity for UPTE and the University
to examine and crosg-examine witnesses under cat 1 or affirmation, and to submit
redevant evidence,

Seflement offers made any time during the Girievance andfor Arsbitration
Procedure shall not be introduced as evidence in the arbitration hearing.

Either or both parties may, at their discretion, file ‘iriefs with the arbitrator. The
ordar and time limits of briefing shall, on a case by cise basis, be as agreed upon
by the parties or as specified by the arbitrator. 3refing time limits shall be
extended by the Arbitrator upon the agreement of bcih parties.

The arbitrator shall consider the evidence presented and render a written decision
within thirty (30) calendar days of the close of the record f the hearing.

In all cases appealed to arbitration pursuant to the lerms of this Arlicle and this
Agreement, UPTE has the burden of initiating the stups in the procedure. With the
excaption of those cases in which the issue is fhat of actions taken by the
University pursuant to Articike 6 — Corrective Acticn, Discipline and Discharge,
UPTE shall have the burden of proof. The burden «f proof in cases in which the
issue is that of actions taken by the University pursuant to Article 6 — Corrective
Action, Discipline and Discharge, shall be the Univer:ity's.

Prior to the hearing, the parties may endeavor 1o ::change the names of known
witnesses and relevant materials to be introduced at Ihe hearing.

AUTHORITY OF THE ARBITRATOR

1.

The arbitrator's authority shall be limited to delern ining whether the University
has violated the provision(s) of this Agreement. The arbitrator shall not have
jurisdiction or authority to add to, amend, modify, nu llify or ignore in any way the
provisions of this Agreement and shall not make any award which would, in effect,
grant UPTE or the employee(s) any terms whicl, were not obtained in the
negotiation process.

The arbitrator shall have the authority to subpoena (ecuinents and to require the
attendance of withesses upon the reasonable recues " of ether party, but not upon
his/her own motion.

The expense of service and appearance fees, if any, shall be bormne entirely by the
party requesting the subpoena of witnesses and each party shall, in advance of
the hearing date, inform the other party of the identity of witnesses it subpoenaed.

The arbitrator shall have the obligation of assuring that all necessary facts and
considerations are brought before her or him by the ‘epresentatives of the parties
at the hearing. In all respacts he/she shall assure ' at the hearing is a fair one.
The arbitrator shall be the sole judge of the relevancy and materiality of the
evidence and testimony offered. The arbitrator may receive and consider
evidence but shail give appropriate weight to any objuctions made. All documents
to be considered by the arbitratar shall be filed at th: hearing, or within the post-
hearing time lines agreed to by the parties during the nearing.



H.

ARBITRATION REMEDIES

1.

No remedy by an arbitrator with respect to any grievance which shall be submitted
to her'him shall in any case be made retroactive to a date earfier than thirty (30)
calendar days prior to the filing of the Step 1 grievance, axcept for the correction
of mathematical, calculation, recording or accounting errors relating to the
payment of wages. For grievances involving the comection of mathematical,
calculation, recording or accounting errors relating to the payment of wages, an
award of an arbitrator shall not in any case be made retroactive o a date earlier
than three (3) years prior to the initiation of the written grievance in Step 1 of the
Grievance Procedure. Additionally, no remedy shall be provided for any period of
time during the grievance and/or arbilration procedure for which an extension of
tirne limits has been granted at the requast of UPTE; any perlod of time betwasn
the date a hearing was originally scheduled to be held, and due to a request from
UPTE to posipone or change the scheduled hearing, the rescheduled date of the
hearing; or any time an employee was on sirike.

in any decision of a grievance appealed to arbitration involving retroactive
paymenis, the appropriate University and UPTE representatives shall
expeditiously determine the identity of the payees and the specific amount owed
each payee. Such amount of payment shall be final and no employee or group af
empioyees may subsequently grieve the amounts owed.

Remedies involving monetary payment andfor credit shall be kimited in their
calculation to the utdization of the employee's actual and appropriate wage or
benefit amount at the time of the violation and shall not include the awarding of
interest or any other paymenticredit unrelated to a Universily benefit amount or
the employee's hourly wage.

Upon the motion of either party, or at his or her own discretion, an arbitrator may
retain jurisdiction in cases involving an award of retroactive monetary payment
andfor credit.

If the grievance is sustained in whole, or in part, the remedy shall not exceed
restoring to the employee the pay, benefils or rights lost less any compensation
from any source, including® but not limited to, Workers' Compensation,
Unemployment Compensation or other employment,

COST OF ARBITRATION

1.

The cost of the arbitrator and expenses of the hearing will be shared equally by
the University and UPTE, if either party requests that a stenographic record of the
hearing be made and/or transcripts of the stenographic record or a taped recard
be provided, the parties shall equally share the entire cost of such service and the
cost of the provision of a transcript to each party and the arbitrator.

In the event either party requaests the cancellation or postponemant of a
scheduled arbitration proceeding which causes an arbitrator to impose a
cancellation or postponement fee, the party requesting such cancellation or
postponement shalt baar the full cost of the cancellation/postpenement fes. In the
event the parties agree 1o settle or postpone the arbitration during the period of
time in which the arbitrator will charge a cancellation/postpanement fee, the
parties will equally bear the cost of the fee, unless the parties agree otherwise.

PAY STATUS

1.

The grievant, as defined in Article B, Grievance Procedure, Section A5.a., (one
[1] grievant in a group grievance) shall be in a without-loss-of-straight-time-pay
status at the arbitration hearing.

The University and UPTE shal! establish a reasonable schedule for witness{es)'
testimony at the arbitration proceeding. Employee witnesses who appear at the
arbitration hearing at the request of UPTE shall be in a without-loss-of-straight-
time-pay status for the time spent actually giving testimony or waiting to testify in
accordance with the established schedule. Every effort shall be made by UPTE 1o
avoid the presentation of repetitive witnasses.
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Total retease time for the grievant, employee repre:sentative and witnass(es) for
travel to/from the hearing and for participation in :ha hearing shall not exceed
gither their normally scheduled hours of work for the day(s) of the hearing or their
actual participation in the hearing. Participants shail trave! to/from the hearing via
the most expeditious method of transportation availatle.

Not mora than one employee representative will by reicased in Mﬂ_mut—loss—of—
straight- time-pay status for attendance at any one ("} arbitration hearing.

The University shall not be responsible for any lodging, travel expenses or other
expenses incurred by grievants, wilnesses, employse or UPTE representatives
with regard to the unior's presentation in the arbitration hearing.

EXPEDITED ARBITRATION

The parties may agree o use an expedited form of arbitrition, to be agreed to by the
parties and the arbitrator,

ARBITRATION PANEL

1.

The parties will make an attempt to agree on the punel of thirty (30) arbitrators,
with fifteen (15) on a Northem Pansl, and fifteen {15} on a Southemn Panel.
Nothing shall preclude the parties from including an & rhitrator on both the northern
and southem lists. If agreement cannot be reached on the names of the
arbitrators on each list, the remaining number of arbilrators needed to complete a
panel will be selected aftemately by the parties. The party selecting first shall ba
determined by a fip of a coin,

After one (1) year from the date the panel member: were initialty selected, and
annuatly thereafter, each party shall have the righ: o eliminate up 1o one (1)
arbitrator from the panel. A party exercising this right shall nolify the other party in
writing of the name of the arbitrator to be stricken frorh the panel.

In replacing arbitrators who were eliminated from Ihe panel, the procedure in
Section L.1. shall be used again, but any arbitratc - eliminated in Section L.2,
above, may not be placed back on the panel until 2 least one (1) year from the
date on which such arbitrator was stricken.

In the event one {1) vacancy in the panel of arbitr.ulors occurs, other than the
elimination of an Arbitrator by the parties pursuant > Section L.3., above, such
vacancy may be filled by the parties within thirty (30} calendar days, using the
procedures in Section L.1. and 2. above, if the partie:: agree that a replacement is
necessary. In the event more than one vacancy in th i panet of arbitrators oocurs,
such vacancy shall be filled by the parties within thirty {30) calendar days by using
the procedures in Section L.1. and 2. above, unlest both parties agree that no
replacement is necessary prior to the annual panel re /law.

The northern kist of arbitrators shall be used for arbi rations arising at the Davis,
the Office of the President, Lawrence Berkeley Lzhoratory, Berkeloy, San
Francisco, Santa Cruz, and Merced locations, unless the parties agree to use an
arbitrator from the southem panel. The southern list o' arbitrators shall be used for
arbitrations arising at the Santa Barbara, Los Angele ;. Irvine, Riverside, and San
Diego locations, uniess the paries agree to use an arbitrator from the nerthem
panel.

The Lists of Arbitrators are listed in Appendix C.

ARTICLE 4
CAMPUS CLOSURE

GENERAL PROVISIONS

1.

Consistert with its management rights, the University has the sole, non-grievable
right to curtail or shut down some or all of its activitic:s, on a location-by-location
basis, for pericds of specific dyration. By way of exar ple and not limitation, such
curtailment periods may represent: opportunities for energy/cost savings,
adjustments 1o reduce levels of work activity due -2 transilion periods in the
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academic calendar;, “seasonal® or “holiday” influences on scheduled work
activities; the occurrence at or on University facilities of major public events;
and/or the occurrence of emergency or “forces of nature” situations adversely
affecting normal University operations.

When feasible, the University shall provide UPTE and affected members of the
bargaining unit with forty-five (45) calendar days advance natice of a closure. In
the event an alleged viotation of the nolice is grieved/arbitrated, any remedy or
arbitrator's award or decision acknowledging improper notice shall be limited to an
amount of back pay and/or reinstatement of benefits which would make
employess whole for the number of days the notice was deficient,

PAY STATUS

During a total or partial ciosure or curtailiment of operations described in Section A.,
above, whether or not the University is able to anticipate such event, one or a
combination of the following pay-status options may apply to affected employeas.

1.

Employees may elect to use accumulated vacation leave during the closure
period. Newly-employed unit members will be allowed 10 use accrued vacation
even if the required six (6) continuous months or quadri-weekly cycles on pay
status have not been compieted. Employees without sufficient accrued vacation
time wil be allowed to use up to three {3) days vacation leave prior to actual
accrual,

Employeas may elect fo use accrued compensatory time to cover the scheduled
time off or to offset the use of vacation time.

Employees who do not use vacation or compensatory time off may elect to take a
leave without pay during the closure. Notwithstanding the provisions of Article 41,
Vacation, and Article 36, Sick Leave, it an employee is in leave-without-pay status
due to a location closure which is three consecutive days or less in duration, such
a full-time or part-time employee shall continue to accrue vacation and sick leave
at his/her normal rate.

Employees who do not select from Section B1., 2., or 3., above or who do not
qualify for Section B.1., 2., or 3., above, shall, for the per.ad of time necessary, be
placed in a leave-without-pay status. The hourly accrual provisions in Section B.3.
above, related 1o location closure(s) shall also apply 1o employees who are placed
in leave-without-pay status.

ARTICLE 5
COMPENSATION

YEAR ONE - ZONE COMPENSATION

1.

For year one (1) of this Agreement, the salary ranges for the HX Unit shall be a
zone-based sfructure. A zone is a subdivision of the range establishing a
minimurn salary rate that comesponds to either years of continuous UC
experience in the HX bargaining unit classification at the campusihospital or
continuous experience in the HX bargaining unit.

Pharmacist job family classifications shall be exempt from the zone compensation
structure.

The effective date of all range adjustments and salary increases described in
Sections A.4 and A.5 below, shall be the first day of the biweekly or monthly pay
date nearest lo and following the effective date of this Agreement. Payment date
shall not be more than one-hundred twenty (120) calendar days after the effective
date of this Agreement.

Salary ranges and zones for each title al each location for Year One appear in
Appendix A-1. Actual rates may vary due to rounding.
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Salary Increases

a.

Within-range general increases andfor marke! inJreases will be provided
as reflected in Appendix A-1.

To be eligitle for all Year One salary increzses, employees must have
non-probationary, career status, and must be on pay status or on
approved leave in the bargaining unit on the elfective date of the increase
and on the date of the payout.

In addition, employees must have earned a raling of satisfactory or better
performance on the most recent parformanc: evaluation preceding the
effective date of the increase.

Zone Movement

a.

Eligible employees whose salaries fall belov: the proper zone in their
salary range after receiving any general and'or market increases, shall
have their salaries adjusted to the proper zoe, as determined by local
practice.

If the employee's performance is rated as less than satisfactory in the
most recent perfarmance evaluation, then the University may determine
not to move the employee to the next zone.,

Increases Above the Maxirmum of the Range

Employees within the salary range who are not sligibl- for the full amount of the
within range increase shall be compensated as follows:

The employee's individual salary rate shall be raised to the maximum of the
rarige and the amount above the range shall be ;-aid in a ene time, non-base
building lump sum and coded n the paoll system as covered
compensation, or

The employee's individual salary rate shall be ra sed to the maximum of the
range and the amount above the range shall t.> paid as a base building
increase above the maximum of the range, or

The maximum of the classification range shall ke increased to encornpass
the full value of the increase the employee wo id have received had the
employee not been at the lop or near the top of th:: previous range.

The selection of option a, b, or ¢ above shall be al the non-grievable, non.
arbitrable discretion of the campus or medical cenl.r.

Reclassification/Promotion

Upon upward reclassification and/or promotion during year one, an emplioyee
shall receive a salary increase of at least five percent (3%} or to the minimum of
the ranga of the new classification, whichever is greater.

Order of Increases

If more than one salary adjustment takes place cn & same date, actions
occur in the following order:

popow

salary range adjustment
general salary increase
aquity adjustments
zone placement

salary action resulting from promotion, reclissification, transfer, or
demotion.

In the event an individual's salary remains below the raw range minimum after
the implementation of all base building increases, I 3 or her salary will be
increased to the new range minimum.
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B. YEAR 2 - JULY 1, 2007 TRANSITION TO STEP COMPENSATION

1.

The University will implement a step structure beginning in Year 2 of the contract
for all career and limited status employees (including those in probationary status})
as outlined in Appendix A-2 of this agreement. Actual rates may vary due to
rounding.

As outlined below, HX employees will have their individual salaries increased by a
general salary increase, equity increase(s), if any, and then placed on the
matching step; otherwise the next higher step.

For HX Bargaining Unit employees at Student Health Centers, funding for all of
the above identified increases shall be provided consistent with the State Budget
Act as finally adopted.

Order of increases

if more than ane salary adjustment takes piace on the same date, actions occur in
the following order:

salary range adjustmant

general salary increases

equity adjustments, if any

placement on steps

salary action resulting from promotion, reclassification, transfer, or
demotion.

ponow

In the event an individual's salary remains below the new range minimum after
the implementation of all base building increases, his or her salary will be
increased to the new range minimurn,

Increases Above the Maximum of the Range

Employees within the salary range who are not eligible for the full amount of the
withint range increase shall be compensated as follows:

a. The employee’s individual salary rate shall be raised to the maximum of
the range and the amount above the range shall be paid in a one time,
non-base building lump sum and coded in the payroll system as covered
compensation, or

b. The employee’s individual satary rate shalt be raised to the maximum of
the range and the amount above the range shall be paid as a base
building increase above the maximum of the range, or

-4 The maximum of the classification range shall be increased to encompass
the full value of the increase the employee would have received had the
employee not been at the top or near the tap of the previous range.

d. The selection of option 4, b, or ¢ above shall be at the non-grievable, non-
arbitrable discretion of the campus or medical center.

C. YEAR 3 - JULY 1, 2008 STEP COMPENSATION

1.

Salary Range and Equity Adjustments

Salary ranges and rates for Year 3 appear in Appendix A-3. Actual rates may
vary due to rounding.

Step Increases
Employees who have eamed a rating of satisfactory or better on their most recent
performance evaluation preceding the effective date of the increase, will receive a

minimum of one step increase in accordance with local merit review programs. In
no case will employees be paid above the maximum of the range.
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For employess at the range max, the Campus or Me lical Centers shall have the
sole, non-grievable discretion to provide a one time, ran-base buiiding lurmp sum,
caded in the payroll system as covered compensation

For HX Bargaining Unit employees at Student Healt+ Centers, funding for alt of
the above identified increases shall be provided congistent with the State Budget
Act as finalty adopted.

Order of Increases

If more than one salary adjustment takes place on the same date, actions occur in
the fellowing order:

salary range adjustment

equity adjustments, if any

step increases

salary action resulting from promotion, r:classification, transfer, or
demation.

acow

YEARS 4 & 5~ JULY 1, 2009 & 2010 STEP COMPENSATIUIN

Percentage increases will be subject to re-opener negotiafons in the Spring of 2009.
The foliowing provisions outline the framework for the comjiensation model for Years 4
and 5 of the agreermnent.

1.

Salary Range and Equity Adjustments

Range increases will be subject 1o re-opener bargaining.

Step Increases

Step movementsfincreases will be subject (o re-open ;s bargaining.
Order of Increases

If more than one salary adjustment takes place on the same date, actions occur in
the following order:

salary range adjustment

equity adjustments, if any

step increases

salary action resulting from promotion, 2cwasification, transfer, or
demotion.

coow

ANNUAL MARKET EQUITY LOCAL DISCUSSIONS

1.

Upon the written request of the Union fo the locul labor relations office, the
University and UPTE agree to meet at least once a year, no later than March 1
of each contract year (unless the parties agree otherwise), for purposes of
engaging in a labor-management mesting, to be helJ locally, and for purposes of
exchanging ideas and discussing market salary ecuity issues for the HX Unit.
There will be no such meetings in March 2007 or March 2009 due to scheduled
bargaining sessions.

UPTE shall submit the agenda items to be discusse| fourteen (14) calendar days
prior to the date of the meeting.

One bargaining unit employae will be released in o without-logs-of-straight-time
pay status to attend scheduted meetings, provided LI°TE has given the University
at least fourteen (14) calendar days' notice of hiiher selection. UPTE may
requast, and the University may allow, additional vnit employeas to attend the
meetings. Additional attendees may be placed in i without-loss-of-straight-time
pay status at the sole, non-grievable discretion of the Uryrersity.



LAWRENCE BERKELEY NATIONAL LABORATORY

In the event that the University resumes work that was previously performed by HX
employees at LBNL, the parties wili meet and confer over wage rates to be implemented
for employees at LBNL.

OTHER INCREASES

1. The University may increase salary rates, salary ranges, shift differentials, on-call
rales andior extend the coverage of such rates for selected classes at selected
|ocations.

2. The University may adjust zenes andfor steps during the life of the agreement.

3. The University shall notice UPTE headquarters a minimum of 30 days prior to

implementing the adjustments referenced in G.1 and 5.2 above.

4. Union and or employee requests for market equity review shall be submitted in
wriling to the appropriate local Office of Labor Relations and shall include:

a. The specific name(s) & classifications of the individuals to be reviewed;
b. The data upon which the equity adjustment is being requested.

The University shail notice UPTE headquarters a minimum of 30 days prior to
impiementing adjustrments that may gramed pursuant 1o employee requests.

Degisions to either grant or deny market equity increases shall be at the sole, non-
grievable discretion of the University,

5. Years 2, 3, 4 and 5 Reclassification and Promotich — Upon upward reclassification
and/or promotion, an employee shall receive a salary increase of at least four
percent (4%}, then to next highest step (if between steps) or new range minimum,

BONUS AND INCENTIVE AWARDS

The program that was formerly known as the Incentive Award Program (1AP), has been
abalished at all campus locations and the 0.5% funding of this program has been rolled
into the general increase identified in Appendix A and Seclions A - C above.

The University shall have the sole, non-grievable right to establish, continue, modify or
abolish campus/hospital/laboratory incentive award programs,

ARTICLE 6
CORRECTIVE ACTION, DISCIPLINE AND DISCHARGE

GENERAL PROVISIONS

Corrective Action is an action designed to improve conduct or performance, which does
not involve an adverse impact on rights, pay, or benefits. Discipline Is an action imposed
on a non-probationary employee when corrective action has proven ineffectual or when
the employee's misconduct or failure to perform satisfactorily is sericus enough to
warrant discipline. The University has the authority to discharge or to take other
appropriate disciplinary action against a non-probationary employee for just cause.

TYPE OF ACTIVITY

The University may use an oral reprimand or counseling memaorandum as corective
action. Discipline may involve a written warning, suspension without pay for up to five (5)
working days without prior notice, suspension beyond five (5} working days with nofice,
salary reduction, demotion for failure to meet performance standards, as defined in
Section C., below, or discharge. Employees who are suspended without pay for up to
five (5) working days, and whe wish to contest the suspension, must grieve within the
time limits established by the grievance procedure of this Agrecment. Corrective actions
are not subject 1o the grievance or arbitration procedures of this Agreement.
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C. DEMOTION

The University may demote an employee to a lower classification, with concurrent
reassignment to waork of lesser duties and responsibiliies, based on a demonstrated
failure to meet the performance standards of the higher classification. Such action shall
take place only after reasonable attempts to comect the deficient performance have
faited, Demotion shall be subject to the grievance and arbitration procedures.

b. INVESTIGATORY LEAVE

The University may place an employee on investigatory leae with pay in order to review
or investigate allegations of conduct which, in the Univursity’s view, would warrant
relieving the employee immediately from all work duties. An investigatory leave with pay
shall not be considered corrective action or discipline as defined in this Article.

E. NOTICE

1. When the University intends to suspend for more than five (5) warking days,
reduce an employee's salary for more than thirty (29} working days, demote, or
discharge an employes, written notice of its intent sk all be given to the employee.
Such notice shall be made either by delivery of th2 netice to the employee in
person, or by placing tha notice of intent in the Linitd Statas mail with first class
postage paid in an envelope addressed to the emuloyee at hig/her last known
home address. In either case, a copy of the notice of intent shall be sent by
United States mail, first class postage paid, to UPTE. It shalt be the responsibility
of the employee to inform the University in writing of any change of home
address. Whether delivery is made in person or by nail, the notice of intent shall
contain a proof of service indicating the date on which the notice of intent was
personally delivered or mailed. Such date of personil delivery or mailing shall be
the "date of issuance” of the notice of intent.

2 The notice shall:
a. Inform the employee of the action intended, 1he reason for the disciplinary
action and the effective date of the action;
b. Inciude a copy of the charge and material upi:n which the charge is based;
and
c. inform the emplayee of the right to respond and to whom to respond within

the time limit in Section F., below, either ora by or in writing in accordance
with Section F., below.

F. EMPLOYEE RESPONSE

1. The employee shall be entitled to respond, orally r in writing, to the notice of
intent described in Section E., above. If the writien otice of intent is delivered in
person to the employee, the employee's response must be received within ten
(10) calendar days from the date of issuance, in accordance with instructions
given by the University in the written notice. If the wiitten notice of intent is mailed
to the employee and UPTE, the employee'’s respanse must be received within
fourteen (14) calendar days from the date of the US “osial Service postmark.

2. After review of the employee's timely response, if any, the University shall notify
the employee of any action to be laken. Such actio: to be taken may not include
discipline more severe than that described im the notice of intent, howaver, the
University may reduce such discipling without the itsuance of a further notice of
intent. When such action includles a suspension winout pay for five (5) days ar
longer, a copy of the letter of discipline/suspension will be sent concurrently to
UPTE.

G. PERSONNEL RECORDS
1. A counseling memorandum may be placed in the e loyee's personnel records.
2. A copy of a written warning given or mailed to an eniployee shali be placed in the

employee's personnel records. The University agries that written waming shall
be accompanied by a proof of service. Written wai ning shall be destroyed after
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two {2) consecutive years during which there have been no further written
warnings issued to the employee,

There shall be no charge for the fiest copy of the contents of the employee's
personnel file.

H. REPRESENTATION

1.

A non-probationary employee shall have the right of representation at any
scheduled investigatory meeting, the outcome of which may be a disciplinary act
of written warning, suspension without pay, demotion ar discharge. The
University shall advise an employes of any scheduled investigatory meeting the
outcome of which may be a written warning, suspension without pay, disciplinary
demotion or discharge. An employee may request a representative of the
employee's choice other than a University employee who has been designated as
supetvisory, managerial, or confidential to be present when there is reason to
believe that a meeting may result in disciplinary action as defined above. If the
employee's preferred representative is not availabl: to attend a meeting
scheduled by the University, the employee shall arrenge for an alternative
representative for the meeting. If no alternative representative can be found for
the scheduled meeting, the University may reschedule the meeting within eight (8)
calendar days, uniess otherwise agreed to by the parties.

The term "meeting” does not include the gccasion in which the University only
presents an employee with written confirmation of the results of the prior meeting
referenced in Section H.1., above.

ARTICLE 7
UNION DUES AND AGENCY FEE DEDUCTIONS

A, GENERAL CONDITIONS

1.

UPTE-CWA shall establish the monthly amount it requires for union members'
dues and initiation fees, and the amount required of unit members for agency
fees. UPTE shall cerlify to the University in writing the monthly union dues and
agency fee amounts, and the amount of members’ initiation fees. The amount of
the agency fee shall not exceed the monthly dues that are payable by members
of UPTE. The University agrees 1o deduct from the pay of represented
employees the amount of agency fees and dues UPTE: has certified in writing.

UPTE may change the amounts to be deducted from unit employees’ pay once
per calendar year. Any annual changes in the amounts to be deducted for
UPTE dues cr agency fees shall be certified to the University, in writing, at ieast
forty-five {45) calendar days prior to the effective date of such change. Al actual
costs assoclated with changing the dues/agency fee amount (machine,
programming, etc.) shall be paid by UPTE, following discussion with UPTE.

Duses/agency fee deductions shall be monthly, or, where applicable, more
frequently, in accordance with University payroll procedures in place at the time
the deduction is made, unless there are insufficient net earnings in that period to
cover said deduction.

B. DUES AND FEES

The payment of fair share fees and union dues through payroll deduction will continue
even if the collective bargaining agreement expires.

1.

Union Dues

a. The University will deduct from the pay of unton members who have
submitted a written individual authorization for the deduction of union
dues, the monthly amount certified by the Union o be the dues required
for the employee's membership in the Union. The employee's
autharization must be provided on a form agreed upon by the parties.

b. Dues deductions shall be effective following the University's receipt of the
authorization form and completion of the appropriate proegramming and/or
payroll changes.



c. An smployee may al any time cancel his/her :uthorization for payroll dues

deduction by presenting her or his written ‘equest for terminqtion and
cancellation to the designated University affic ». The University will send a
copy of the written request for cancellation of «/ues deduction to UPTE.

Agency Fees

a. Employees who do not pay union dues siall nay agency fees as a
condition of employment, The amount of the ize shall be deducted by the
University from the wages or salary of the amyiloyee and paid to UPTE.

b. Employees who are conscientious objectors to the payment of agency
fees must apply for objector status with UPTE

1} UPTE shall determine the validity of “he employee's status as a
conscientious objector,

2) if UPTE agrees to the objector status of the employee, it shall
provide monthly o the University, r-oof of payments made to
Charitable Organizations.

C. PROCESSING PAYROLL DERDUCTIONS FOR DUES AND FEES

1.

For each duesffee deduction check subinited to UTPE, each
campus/hespital/laboratory shall deduct from the totil dues amount remitted, an
administrative fee of $.07 per employee for who due:i deductions are being made
in addition to $10.00 for each chack remitted. The:e costs will continue to be
charged to UPTE on an ongoing basis.

Each campus/hospitallaboratory shall remit to UPTE, in the form of a check to an
address designated by UPTE, an amount representing the duesffees deductions
less any reduction(s} referenced in Section C.1. abo 'e. Accompanying the check
shall be a standard electronic and printed deduction ‘eport, which shall contain by
campus/hospital/laboratory, by local number, an alp \abetical Yisting of the UPTE
unit members for whom payroll deductions were made. The report shall include
the employee identification number, employee nume, bargaining unit code,
campus code, ermployee within unit salary, and 1mount withheld. Any costs
associated with changing the deduction report referenced above shall be fully
paid by UPTE. The report shall be provided electronivally via the FTP site.

D. CORRECTION OF ERRORS

1.

if the University fails to make appropriate authorized payroll dues or fee
deductions, or any part thereof, the University shall corect the deduction amounts
within thirty (30} days of notice from the Union,

If the University's error resulted in deductions less han the correct amount, the
University shall make the additional required deductiins to make up the difference
between the actual and correct amounts In accordance with current payroll policy
regarding additional deductions, However, additiona deructions shall not exceed
two times the normal dues amount in any given pay [eriod.

If the error results in payment of more than the corre it amount and the Union has
received the funds, the Union shall reimburse the em zloyees accordingly.

E. OTHER DEDUCTIONS

Payroll deductions shall be made for UPTE-sponsored programs pursuant to the
provisions of the University's Accounting Manual requiniments. For insured bensfit
programs, the section of the Accounting Manual entitled " ipecial Regulations for Non-
University Insured Benefit Program™ applies. For other than ‘nsured benefit programs the
section of the Accounting Manual entitled "Employee Qrganiations” applies,

F. INDEMNIFICATION

1t is specifically agreed that the University assumes no oblig ition otiver than that specified
in Section A., above, or liability, financial or otherwise, arisir.g out of the provisions of this
Article. UPTE shall inform the University when the amount :f the monthly dues changes.
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Such notice should be sent in time to provide for appropriate programming. F_urthsr,
UPTE hereby agrees that it will reimburse the University for any cost and indemnify and
hold the University harmless from any claims, actions, or proceedings by any person or
entity, arising from deductions made by the Univarsity pursuant to this Article.

ARTICLE 8
GRIEVANCE PROCEDURE

GENERAL CONDITIONS

1.

A grievance is a written complaint by an individual employee, a group of
employees, or UPTE that the University has violated a specific provision of this
Agreement. The University shall not have the right to use the grievance
procedure.

No employee shall be subject to reprisal for using or partiipating in the grievance
procedura of this Agreement.

Filing

a.

All grievances must be filed with the campus/hospitallaboratory Labor
Relations office at the campus that employs the grievart within the time
frames specified in this Article, on a form agreed to by the parties (see
Appendix D). If the grievance is for more than one (1) employes, all
individuals adversely affected will be identified on the grievance form by
UPTE to the extent UPTE knows who the affected employees are at the
time of filing.

The grievance form must be signed and dated by the employee(s) or the
employee's representative upon submission to the University. Union
grievances must ba signed by the UPTE President or designee. UPTE will
identify designee(s) in writing to the University.

~The grievance form (see Appendix D) shall be fumished to the employee

by either UPTE or the University designee, although failure of a University
Representative to provide a grievance form upon request shall nat
constitule cause for an extension of the time lines for filing, nor shall the
employee of UPTE be able to grieve the University’s failure 10 provide a
grievance form.

1) Oniy one subject matter shalil be covered in any one grievance. A
formal grievance must identify the specific Article{s) and Section(s)
of this Agreement alleged to have been violated; describe the
action(s) which allegedly violated the identified Articie(s) and
Section(s), together with the date(s) of the action(s); and describe
the remedy requested.

2} Receipt of the grievance shall be acknowledged in writing by the

University a3 s00n as practicable following receipt, and sent to the
non work address listed on the grievance form. If the grievance is
incomplete or does not identify the information required in Section
A3.c.1. above, the University will advise the representative to
complete the information within seven (7) days of the date of the
acknowledgement. The provision of information does not in any
way extend the original thirty (30) days to file the grievance.

3} For the initial filing of a grievance, the date filed shall be the date
received. However, if the grievance is miled, the date of the US
Postal Service postmark shall be considered the date filed. For
grievance appeals and responses, the date of issuance shall be
the date hand--delivered, or the date of the US Postal Service
postmark, if mailed. Additionally, a grievance may be filed by
facsimile, if a signed hard copy is received by the University within
five (5) business days. The date and ihe time registered by the
University's facsimile machine shall constitute the official date of
receipt. If the registered date on the facsimile falls ouiside the
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campus’s business hours, the foiluwing business day shall
constitute the official date of receipt.

No remedy shall exceed restoring to the grievant the jiay, benefits or rights lost as
a result of the violation of the contract, less any incme earned from any other
source including, but not limited to, workers’ ccimpensation, or any other
employment.

Terms/Definitions
For the purmposaes of this Aricle, the terms:

a. "grievant” means any eligible smployes cover2d by this contract who has
a grievance or complaint (as defined by this Aqreement);

b. "other grievance representative® means ary person representing sn
smployee covered by this contract, other than an UPTE-designated
employee representative or an UPTE repres: ntative, in the resolution of
his/er grievance other than a person whd has been designated as
supervisory, managerial, or confidential;

c. "UPTE-designated employee representativi” means any employee
covered by this contract who is a designaed union representative of
UPTE, in accordance with the provisions of Ar icle 2, Section C.;

d. "UPTE representative® means any persor who is a non-university
employee dasignated by UPTE to act in the interest of or on behalf of
UPTE;

e. "the parties" means the University and

1) the “grievant(s)". when the grievant{i} is seif-represented or is
represented by an individual, as define! in Section A.5.b. above; or

2) the "UPTE representalive” or the " JPTE-designated employee
representative” when the grievant(s) is represented by an
individual, as defined in Section A.5.d. or Section A.5.c. above; or

3) UPTE, when UPTE is itself the grievan|.
f. "witness" means any employea who is serving| as a witness in a grievance

proceeding; for the purposes of release tinie, said employee must be
covered by this contract.

EMPLOYEE REPRESENTATION

A grievant shall have the right to be represented at all step:: of ihe grievance procedure
by an UPTE representative or an UPTE-dasignated empliyee representative, or any
other one person of the grievant's choice other than a University employee who has been
designated as supervisory, managerial, or confidential,

TIME LIMITS

1.

Other than the time limits for the initial Step 1 filing ¢ a grievance, the time limits
as specified in this article may be extended by mutual agreement of the parties.
Extensions must be in writing and must be signed by the parties in advance. The
parties may mutually agree to skip any steps of the g ievance procadure. Such an
agreement must be in writing and must be signed by :he parties.

Deadlines that fall on a day that is not a regular busir 2ss day will automatically be
extended to the next business day.

If a griavance is not appealed to the next step of ther procadure within applicable
time limits, and ar extension has not been agreed 1 in advance, the grievance
will be considered resolved on the basis of the las| University response to the
grievance and shall be considered insligible for furthe - appeal.
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4, Request That Grievance Be Placed In Abeyance — Should the grievant andfor
UPTE make a request that the grievance be placed in abeyance for any reason,
tha period of abeyance shall not exceed ninety (90) days, except in cases of
saexual harassment where it shall be one hundred-eighty (180) days. Failure by
UPTE fo reactivate the grievance within the ninety (90) day time limit, except in
the case of sexual harassment where it shall be one hundred-gighty (180} days,
following agresmen! by the parties that it be held in abeyance will render the
grievance ineligible for arbitration and the last preceding University written answer
shall become final.

GRIEVANTS WHO HAVE RESIGNED

Grievants who voluntarily resign or retire their empioyment with. the University shall have
their pending grievances immediately withdrawn and will not beiiefit by any subsequent
settlement or disposition of any individual, union, er group grievance.

However, if the group or union grievance is related to the implementation of a
compensation provision negotiated in a UC/JPTE Agreement, the grievance may be
continued if it has moved to Step 2 before the date of the employees' resignation or
retirement. The foregoing provision shall not apply to LBNL.

GRIEVANCE PROCEDURE - INFORMAL REVIEW

Before commencing the formal grievance procedure, an individual employee, or group of
employees, with or without their representative, may first attempt to resolve informally the
grievance with the immediate supervisor.

GRIEVANCE PROCEDURE - FORMAL REVIEW
1. Step 1:

a. All grievances (individual, group, or union} must be filed either by U.S. mail
or hand delivery, and received by the Labor Relations Office at the
campus/hospital/laboratory which employs the gnevant(s) within thirty (30)
calendar days after the date on which the employes or UPTE knew or

-oould be expected to know of the event or aclion giving rise to the
grievance. Informal attempts of settlement to resolve shall not extend time
fimits including the initial thirty (30) day filing limit.

b. Grievances received after the filing deadline wilt be processed solely for
the purposes of determining whether the grievance was untimely. Any
formal grievance which is not received in accordance with Section £.1., or
this section, shalt be reviewed only in accordance with the review
procedures in Section Q.

C, University Review:

1) The University's written rasponse will be issued to the grievant and
the representative, if any, within fifteen (15) calendar days after the
formal grievance is filed. If the response is not issued within this
time limit, or if the grievance is not resolved at Step 1, the
grievance may proceed to Step 2.

2) Resolution of the grievance at Step 1 or earlier, aithough final, shall
not be precedent-setting.

d. Sexual Harassment Complaint Resolution Procedures:

1. An employae alleging sexual harassment may elect to substitute a
campus/hospital/laboratory  Sexual  Harassment  Complaint
Resolution Procedure for Step 1 of the Grievance Procedure, An
employea who elects to use the Sexual Harassment Complaint
Resolution Procedure may retum to the grievance procedure only it

. they filed a grievance within the 30-day time limit for filing. An
employee who elects to resume the regular grievance procedurs in
place of the Sexual Harassment Complaint Resolution Procedure
shall do so by sending written notice to the University. The
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3.

University's Step 1 Grievance respon i@ wl be issued within fifteen
(15) catendar days afier the notice i:i received by the designated
University official. if the second stap ¢ the grievance is not invoked
by the grievant or UPTE, the Univer:iity will hoid the grievance in
abeyance for up to one hundred-eight » {(180) days.

2. Grievances that allege a violalion inwvolving sexual harassment
may, at the grievant's option, enter the grievance procedure at
Step 2.

3 If no report issues from the sexual harassment procass or the

employee elects to use the sexual harassment process and for any
reason the grievance is in abeyance for more than one hundred-
eighty {180) days, the case will be ionsidered withdrawn by the
grievant, unless expressly confirmed in wiiting to be in abayance.
Any request for extension of the abe ance will be subject to new
deadlines pursuant to this Section,

Step 2:

a. If the grievance is not resolved at Step 1, thiz grievant or the Union may
proceed to Step 2 by filing a written appeal w th the Labaor Relations Office
within fifteen (15) calendar days of the date t 1e wiitten responsae is issued
or, if not issued, is due.

b. Unless the parties agree otherwise, the desic nated University local official
shall convene a meeting with the grie ant(s} and the grievant's
representative, if any, to atternpt to resclve the grievance. The meeting
shall be convened no later than fifteen (15) celendar days following receipt
of the appeal to Step 2. During the Step . meeting, the parties shall
discuss information and contentions relative ta lhe grievance.

c. During the Step 2 process, the parties may zgree in writing to amend the
alleged violations stated in the original grievar ce.

d. If requested by the grievant, a second UPTE representative may
participate in the Step 2 meeting. In tt2 event a second UPTE
representative attends, only one representatie may actively participate in
the grievance meating, and the University shall pay release time for only
one representative.

e. If a grievance that alleges a viclation of Avicle 6 - Cormrective Action,
Discipline and Discharge only is not satisfictorily rescived at Step 2,
UPTE may appeal directly to arbitration in :ccurdance with Article 3 —
Arbitration Procedure,

f. A written decision shall be issued within fifteen (15) calendar days
following the Step 2 meeting, or receipt of the Step 2 appeal if it is agreed
that no meeting will be held.

Step 3:

a All grievances that are not satisfactorily resolved at Step 2 may be
appealed 1o Step 3. The appeal must be file: with the Director of Labor
Redations in the Office of the President within liftean (13) calendar days of
the date the University's Step 2 written ar swer was Iissued or, if no
University answer was issued, within fifteen (1'5) calendar days of the date
the University’s answer was due.

b. The Step 3 appeal shall identify all unresolvad issues, alleged viclations
and remedies, and shall be signed and daied by the grievant or their
representative, The subject of the grievance as stated at Step 2 shall
constitute the sole and entire subject matter of the appaal to Stap 3.

c. The Office of the President Office of Labor Reliti ns official shall issue the
University's written answer to a Step 3 appeul within thirty (30) calendar
days of the receipt of the appeal. The answer 'ill be issued to the grievant
when salf-represented, or to the employee’s representative.
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d. By mutual agreement between the University and UPTE, Step 3 may also
be the first step in the Grievance Procedure when UPTE is filing a
grievance on behaif of employees at more than one location, Such a
grievance must be filed within thirty {30} calendar days of the action that
gave rise to the grievance and follow alt other requirements of Section A3
Filing above.

4. Appeals to Arbitration

if an appeal to arbitration is not post marked or hand delivered within thicty (30)
calendar days of the issuance of the University's Step 3 answer, Section C. of this
article shall apply.

UNION GRIEVANCES

UPTE shall have the right o present grievances under this prccedure on behalf of an
individual employee, on behalf of a group of employees, or an behalf of itself, 1t shall be
the Union's responsibility to inform an employee that it is bringing a grievance.

GROUP GRIEVANCE

A group grievance is defined as a grievance that covers more than one employee, and
that involves like circumstances and facts, A group grievance must be so identiflad on the
grievance form at Step 1. if an employee wishes to withdraw from a group grievance
represented by UPTE, the employee shall notify UPTE. UPTE shall in turn notify the
University in writing if the employee is to be withdrawn.

CONSOLIDATION OF GRIEVANCES

Grievances of two or more employees, as well as multiple grievances by or related to the
same employee, ar which relate to the same incident, issue, alleged violation, facts, or
course of conduct, may be consolidated. Consolidation or severance of grievances shall
oceur by mutual written agreement.

OFFERS OF SETTLEMENT

Settlement offérs made at any stage of this procedure, including informal resolution, shall
not be introduced as evidence in subsequent steps, and shall not be precedent setting.

RETROACTIVITY

Settlement of grievances may or may not be retroactive as equities of a particular case
may demand. In any case where it is determined that the seitlement shall be applied
retroactively, except for the correction of mathematical, calculation, recording or
accounting errors retating to the payment of wages, the maximum period of retroactivity
allowed shall not in any case be made refroactive to a date earlier than thirty (30)
calendar days prior to the initiation of the written grievance in Step 1.

EXCLUSIVE PROCEDURE

The Grievance Procedure set out in this Article shall be exclusive and shall replace any
other grigvance procedure for adjustment of any disputes arising from the alleged
violation of this Agreement. Untess otherwise indicated within this Agreement, any
previous grievance procedure or other procedure in existence or adopted by the
University shall nat apply to employees covered by this Agreement for any purposes
whatsoever.

RELEASE TIME AND PAY STATUS FOR GR!WVANTS, EMPLOYEE
REPRESENTATIVES AND/OR WITNESSES

1. University-Convened Meetings
a. If the University convenes a mesting involving the parties to a grievance
for the purposes of resclving the grievance and/or completing the steps of

the Grievance Procedure, the grievant(s), witness(es), if any, and UPTE-
designated employes representatives eligible to attend such meeting
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pursuant to this article and Article 2 - Acce 55, Section C. shall be in
" without-loss-of-straight-time-pay status during 1lie meeling provided:

1. Such meeting occurs during the regularly scheduled hours of work of
the grievant{s), UPTE-designated employee representative, and/or
witness(es); and advance request is madi and approval is received
from the supervisor of the grievant(s), t1e witness(es), andfor the
UPTE-designated employee representative. Approval to attend shall
be made on an operational needs basis anif shall not be unreascnably
denied,

2. A grievant or the representative may request the availability of
bargaining unit employee witnesses for University-convened
grievance meetings. The availability of bargaining unit employee
witnesses shall be determined by their inmediate supenvisor{s} on
the basis of operational needs, and such requests shafl not be
denied unreasonably. Witnesses shal be in a without-loss-of-
straight-time-pay status if the information they provide pertains {o the
subject of the grievance and the criteria -snumerated above (Section
M.1.a. and Section M.1.b. below) are .net. Grievants and UPTE
agree that every effort shall be made t) avoid the presentation of
repetitive witnesses and the absence of & ny or all withesses shall not
require the meeting to be recessed or pouiponed,

b. The University is not responsible for any travel or lodging expenses or any
other expenses incurred by the represertative, grievant or union
witnesses.

c. Paid release time for UPTE designated enipi yee representatives for

purposes other than Universily convened me:tings shall be provided In
accordance with Article 2 — Access.

EXCLUSION OF LIMITED APPOINTMENT EMPLOYEE} AND PROBATIONARY
EMPLOYEES

The retention or release of limited appointment employees ¢ 1d probationary employees
of the non-scheduling of per diem employees, if applicabls, is at the sale discration of the
University, and shall not be subject to Article 8 — Grevance Procedure or Article 3 —
Arbitration Procedure of this Agreement.

OTHER REPRESENTATION

Grievants may choose a representative other than an UPTE vepresentative for purposes
of grievance representation and adjustment. [n the event the University is involved in the
resolution of a grievance from a grievant or group of griavan|s who are self-represented
or represented by someone other than an UPTE representative:

1. The University shall provide UPTE with a copy of the jrievance and the proposed
resolution, indicating the grievant or grievants have ¢t usen a representative other

than UPTE.

2. UPTE shall have ten (10) calendar days from the Jate: the University provides the
material referenced above in which to comment iy writing on the propased
resolution.

3. The University shali not implement the proposed resclution of the grievance until

timely receipt and review of UPTE's written comments, if any.

4. The resolution of grievances presented by someojne other than an UPTE
reprasentative shall be consistent with the terms of thi. Agresment.

GRIEVANCE FILE

Records involving the processing of an employee’s grievarice, such as the grievance
form, step appeals/responses, and settlemert docurnents, wil be kept in a fite separate
from the employee’s personnel file. It is not the intent of this section to exclude from the
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employee's personnel file final disciplinary action documents, including those that result
from & settlement agreement.

REVIEW OF GRIEVANCES CLOSED FOR PROCEDURAL DEFECTS

When the University determines a grievance is ineligible for further processing du_e to
procedural defects, inciuding but not limited to timeliness, UPTE may make a written
appeal to the Office of the President Labor Relations within thirty (30) calendar days of
the postmark of the notification to the grievani(s). This appeal is solely limited 10 a review
of the procedural issue(s). M the Office of the President denies this appeal UPTE may
appeal the issue of the closure of the grievance directly to arbitration per Aricle 3,
Arbitration, within thirty (30) calendar days of the issuance of the denial of the appeai.

ARTICLE 9
HEALTH AND SAFETY
GENERAL CONDITIONS
1. Within the averali University responsibility to provide medical care, the University

shall make reasenable attempts to furnish and maintain in safe working condition
the workplace and equipment required, in order that employees within the
bargaining unit might carry out the duties of their positions.

2. UPTE and the University agree that exposure to risks from the patient popuiations
the University treats is inherent in empioyment. The University shall make
reasonable attempts to provide bargaining unit emptoyees with such equipment,
methods, practices, processes and procedures, as are necessary under
applicable law to afford a working environment as safe and healthful as the nature
of employment reasonably permits.

3. An employee may request an ergonomic evaluation of their work station. The
University will provide a response to the employee within thirty (30) calendar days
after the ergonomic evaluation report is submitted. The response shall include
the action(s) to be taken, if any.

ASSIGNMENTS

An employee shall not be assigned to any task abnormally dangerous or hazardous at
the employee’s place of employment. An abnormally hazardous or dangerous task shall
be defined as those tasks, the dangers or hazards of which are identifiably greater than
the dangers or hazards inherent to the usual performance of a given job. In the event an
employee within the bargaining unit regards an assigned task as abnormally dangerous
the employae shall notify the immediate supervisor of the claim that the task assigned is
abnormally dangerous. In attempting 1o resolve the employee’s claim, the supervisor or
the employee may contact the appropriate Environmental Health & Safety / Safety
personnel & the location. The supervisor shall attempt to make workplace task
performance andfor task assignment changes consistent with health and safety
considerations and the availability of additional or aiternate personnel. The supervisor
may direct the employee to perform the task, or may assign the affected employee io
other available work consistent with the work usually performed by the employee.

RELATED GRIEVANCES

1. If the matter is not resolved to the satisfaction of the employee andior the
employes carries out the fask, the employee may later file a grievance in
accordance with the grievance procedure of this Agizament. If the employee
unreasonably refuses to perform the task, the employee may be subject to
discipline.

2. Any grievance filed by an employee aleging the assignment of an abnormaly
hazardous or dangerous task shall include a statement containing all facts,
including time, place of incident, name of persons invalved, type of object or
substance likely to cause injury, and a description of the likely injury which might
have resulted from the assignment of such task. In addition, the grievance shall
contain the employee's suggested resolution for preventing the illness, injury
and/or other hazards the employee alleges to be associated with the assigned
task,
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if, as a result of the filing of a grievance relative to a1 nbnormally dangerous or
hazardous task assignment, the University and UPTE ::gree as to the existence of
such abnormally hazardous or dangercus assignrient, the University shall
attempt to comect such a situation within a reasonaile time and utitizing such
funds as may be specifically budgeted for the particuia - efforts.

The University's ability to comply with the provisions of this Article is subjact to the
availability of budgeted funds for the accomplishment of such actions which may
be necessary in order for the University to meet its oligations under this Article
andfor pursuant to any setllement, award, and/or arvitration decision rendered
pursuant to a grievance/ arbitration refated to the prvisions of this Agreement
and Article. The availability of such specifically budgetd and avaiiable funds shall
be a contingency upon which the University's conipliance with a seftlement
award, arbitrator's decision, and/or order of enforcame nt of such decision relative
to a grievance or arbitration related to this Article shall-he dependent.

In the case of a suspected outbreak of a communicible disease and when the
University requires testing and provides treatment for <«ich communicable disease
of patients and/or employees who are not members of this bargaining unit, the
University shall offer such tests and treatment for hargaining unit employees
within the appropriate affected work areas at no cost t» the employees, In case of
a workdncurred illness or injury which is compenseble under the Workers'
Compensation Act, the University shall provide such Ireatment to the employee
within the bargaining unit as may be required by tha Ast.

ARTICLE 10
HOLIDAYS

A UNIVERSITY HOLIDAYS

The University shall observe the following days as holidays:

New Years Day Veterans Day

Martin Luther King, Jr, Day Thanksgiving D 1y

Third Monday in February {or Friday following Thanksgiving (or

announced equivalent) announced equ valent)

Last Monday in May December 24 {t: announced
equivalent)

Fourth of July Christmas Day

Labor Day December 31 (¢; announced
equivalent

Cesar Chavez Day (Cesar Chavez floating holiday as provided in
Section B., below)

Unless the University designates an altemate day, when a hliday falls on Saturday, the
praceding Friday is observed, and when the hcliday falls on Sunday the following
Monday is observed as a holiday.

The total number of holidays shall not exceed 13 holidays in & calendar year.

B, PERSONAL HOLIDAY FOR EMPLOYEES AT MEDKIAL CENTER/HOSPITAL
LOCATIONS

1.

Each member of the unit who works at a medical ceriler hospital or clinic who is
not working on an academic calendar shall be entitie::-to one (1) floating holiday
in liew of Cesar Chavez Day mentioned in Section A., above, under the following
circumstances;

a. The employee is 8 member of the unit on A.igust 1st of the applicable
contract year; and

b. The employee uses the one (1} day between A gust 1" and July 31" of

each contract year. In the event the empioyee does not use the Personal
Holiday time before April 30", the University miay schedule the use of the
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2.

holiday prior to July 31*. In the event the employee does not use the
Personal Holiday time prior to the end of the contract year, the University
will, at its sole non-grievable discretion, convert the Personal Holiday to
either compensatory time and placed into the employee's holiday
compensatory time bank, or pay.

The University shall grant requests for use of personal holiday time in accordance
with hospital and clinic scheduling needs.

c. HOLIDAY TIME PAY

1.

Eligibility

An employee is eligible for holiday time pay if the employee is on pay status at
least fifty-percent (50%) of the hours in the appropriate pay cycle, excluding
holiday hours. The employee must also work the last scheduled work day before
the holiday and the first scheduled work day after the hdliday, in order to receive
holiday pay.

No employee shall receive holiday pay for any holiday, which is immediately
preceded by or followed by an unauthorized absence or a disciplinary suspension.

Compensation for Holidays

All eligible employees shall receive holiday time for the thirteen (13} holidays
provided for in this Article, except as provided in Section B., above, whather or not
the holiday is worked. The decision pertaining to the method of payment for the
holiday, which can either be paid in straight-time compensatory time off or in
actual straight-time pay, shall be at the sole non-grievable discretion of the
University.

a. An eligible full-time, non-exempt employee shall receive eight (8) hours of
holiday time, regardless of his or her work scheduie.

b. An eligible part-ime, non-exempt empioyea shall receive proportionate
holiday time, up to the maximum of eight (8) hours per holiday as provided
in Section C.1. abave. Such holiday time is calculated on the number of
hours in pay status in the month (for monthly pai.: employees) in which the
holiday falls, or the two {2) pay periods immediately preceding the.pay
period in which the holiday occurs (for bi-weekly paid employses).

Pay For Holidays Worked

In addition to Section C.2., above, an employee shall be paid for all hours actually
warked on the named holidays in accordance with the following:

a. FLSA non-exempt employees shall be paid at the rate of time and one-half
{1 %) regular pay for hours worked on Thanksgiving Day, Christmas Day
(December 25", New Year's Day {January 1%}, the Last Monday in May,
Fourth of July and Labor Day.

b, FLSA non-exempt employees and all FLSA exempt employees shall be
paid regular pay at the straight-time rate for hours actuakly worked on all
other holidays.

Holiday Time As Compensatory Time

When holiday time is placed in & compensatory time bank, such bank shall be a
straight-time holiday bank, and shall be kept separate from any other
compensatory time bank, Holiday compensatory time banks shall be paid out in
accordance with Article 11, Hours of Work, B.13.c, Compensatory Time Bank.

D. RELIGIOUS OBSERVANCE

By charging time off to vacation, compensatory time off (for non-exempt employees), or
leave without pay, an employee may observe a special or religious holiday if the
University determines that work schedutes permit.
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E. TEMPORARY LAYOFF

A full-time emplayee on a temporary layoff of not more tha twenty (20) calendarl days,
including holigays, shall receive pay for any holiday, which o icuved during that period.

F. LAWRENCE BERKELEY NATIONAL LABORATORY

1.

A new fuil-time employee will be paid for any holiday' immediately following his or
her last day of work if the holiday is the first working day(s) of a pay period. This
rue does not apply to part-time employees.

A terminating full-time employee shall receive pay for any holiday immediately
following his or her last day of work if the holiday is. the last working day(s) of a
pay period. This rule does not apply to part-time amjloyees.

in liey of using the Administrative Holiday during the winter shut-down, it may be
used as a floating holiday, with advance supervison' approval, on Cesar Chavez
Day (the last Friday in March) or Veterans Day (No 'ember 11). The Laboratory
will ba open on bath Cesar Chavez Day and Veterans Day and closed during
winter shut-down. Employees electing to use the floating holiday on either Cesar
Chavez Day or Veterans Day will be required to use an additional vacation day or
{eave-without-pay day during the winter shut-down. The floating holiday must be
taken guring the calendar year and cannot be accrue-d for future use. Nonexempt
employess working on Cesar Chavez Day and Vulerans Day will be paid for
hours worked only. They will not receive additional hilic~y pay.

ARTICLE 11
HOURS OF WORK

A, EXEMPT EMPLOYEES

1.

The nomal workwesk for a full-ime exempt empliyee is considered to be 40
hours, and for part-time exempt employees the progarttion of 40 hours equivalent
to the appaintment percentaga. However, greater ernphasis is placed on meeting
the responsibilities assigned 1o the position rather "han on working a specified
number of hours. Exempt employees do not receire overtime compensation or
compensatory time off, or additional compensation tayond the established salary
for the position. After extended periods of addition:l time worked or unusually
heavy workload, supervisors may approve an emple ee’s request for a temporary
reduction in work schedule with no loss of pay.

Accounting For Time Not Worked

a. For full-time exempt employees, leaves with (1nd without pay shall be used
in one-day increments only.

b. Part-time exempt employees shall account for time off work (n increments
not less than that portion of a day during whizh an employae on less than
full-time pay slatus is normally scheduled to work; absences of less than
an empioyee's regularly scheduled work day shall not be charged against
accrued leave time.

c. The salary of exempt amployees shall nol be reduced for absences of less
than a full day or less than that portion of a diay during which an employese
on less than full-time pay status is normal'y si:heduled to work.

B. NON-EXEMPT EMPLOYEES

1.

Workwesk

A workweek is a period of time consisting of se'en consecutive days. The
workweek is from 12:00 a.m. Sunday to 11:58 [.m. the following Saturday.
Workweeks beginning and ending on a day othur than the above may be
established by the University.
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2. Work Schedule

a.

A work schedule is the normal hours of work for an employse within one or
more workweeks. Employees will be scheduled in accordance with the
needs of the University.

Full and part-ime work schedules which may be established by the
University include, but are not limited to:

1) Eight (8) hours per day, excluding meal pericds, on five (5)
separate days within a workweek;

2} Eight (8) hours per day, excluding meal periods, on ten (10)
separate days within two {2} consecutive worlweeks;

3) Ten (10} hours per day, excluding meal periods, on four (4)
separate days within a workweek;

4) Ten (10) hours per day, excluding meal periods, on eight (8)
separate days within two (2) consecutive workweeks;

5) Twelve {12) hours per day, excluding meal periods, on ten (10}
separate days within three (3} consecutive workweeks, or

&) Twelve {12) hours per day, excluding meal periods, on thirtéen (13)
separate days within four (4) consecutive workweeks.

3. Shift Coverage

The University shall determine when coverage is needed for vacation leave, sick
leave, jury duty, military leave and other jeaves, The University shall consider
volunteers in assignment of HX employees,

4, Alternate Work Schedules

a.

Employees may request alternate work schedules. The University will
review the feasibifity of impiementing attemate work schedules in those
work units for which the employee(s) indicate(s) there is an interest in
such schedules.

In the event the University decides to abolish, establish or change
altemate work schedules in work areas, the University shalt inform UPTE
at least thirty (30} calendar days prior to taking such action.

Nothing in this section shall infringe upon, interfere with or diminish in any
way the University's right to ensure adequate stafiing and coverage to
meet operational requirements and necessities in an efficient and orderly
manner.

5. Posting Of Schedules

The University shall attempt to post work schedules at least two (2) weeks
in advance, HX umnit employees will ba notified when changes occur to the
schedule.

"Posted work schedules” as used in this Article shall mean a printed,
typewritten or handwritten schedule which is posted in a work site area of
the affected employee.

Part-time carger employees who have indicated their availability for
additional assignments shall, when practicable, 2 offered the opportunity
to work additional full or partial shifts prior to the scheduling of any per
diem employee{s} for additional shifts, within the following limitations:

1) The affected part-time career employee(s} are qualified for the
additional assignment{s}, as determined by the University; and
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10,

12.

2} The University shall not be obligaled to offer any additional
assignment(s) to part-time employee: if such assignment(s) will
result in any form of premium pay as a result of the employee(s)
working any additional shift(s); and

3 The University shall not be obligated 1o modify the work schedule
of any Per Diem employee who has bien previously prescheduled
in arder to provide any part-time caree employee(s) with additional
work,

Shift Preference

With regard to shift assignments, an employee mey tie a written ingication of
preference for a particutar shift {i.e., day shift, evening shift, or night shift) with
histher supervisor. The University shall also consider length of University service
and the skills, knowledge, and abilities of the empliyees who normally perform
the work involved pricr to deciding upen the shift ass jnment.

Meal Periods

Mot more than one (1} meal period of at least one half (2} hour is provided for
shifts of eight (8) continuous hours or more. Meal periods are neither time worked
nor time on pay status unless an employee is requintd by the University to remain
on the job at a workstation. Whenever an employe: is required to perform work
during a meal period, the meal period shall be consiclered time worked.

Rest Penods

Time normally granted for rest periods is limited to lwo (2) periods of fifteen (15)
minutes during an 8-hour or 10-hour shift, or three (3} periods during a 12-hour
shift.

Changing and Clean-up Time

The University shall determine when cleanup time or uniform changing time is
necessary for employaes. When the University rectires that the employee must
change into or out of uniform, or must engage n special washing or cleaning
procedures, the time spent in such activities shall be ronsidered as time worked.

Travel Tima

Travel on University business during an employe's normal working hours, or
outside normal working hours is considered tima w:rked if parforrned pursuant to
the University's instructions. Travel between au employee's home and the
workplace is not considered time worked.

Call Back

a. Call back pertains to an employee wha is ncl. in on-call status and is called
back to work in his/her unit after compliling a shift and leaving the
premises and before the employee’s next scheduled shift, An employes
called back to work may be assigned |y the University to perform
available work.

b. An employee called back to work shall be piid fc. the time actually worked
upon retum or a minimum of three (3) hoirs, whichever is greater. Call
back time whether worked or not is corsidered time worked for the
purpose of calculating hours of overtime.

On-Call

a. On-call is time during which an employee i5 required to be available for
return to work as a result of a call to work. \n employee is not considered
to be in on-call status unless the employee "ad praviously been scheduled
by the University for the assignment. The University retains the righi to
determine the need for, and the assignment of, on-call time.
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b. On-call will not be considered hours worked whan employees are free to
engage in activities for their own purposes even though they are required
1o inform the employer how they can be reached though to carry @ beeper
or radio.

1)

An employee in on-call status who is called in to work shall be
guaranteed a minimum of two {2) hours of work or twa (2) hours of
pay in liew of work far each occurrence of callin.  An employee in
on-call status is not eligible for minimum call-back.

2} Time spent in urrestricted on-call status, but not aclually worked is
not considered as time worked or ime on regular pay status.
3} An gmployee called in to work from on-call status shall be assigned
by the University to perform available work.
4) Employees are eligible for additional pay for unrestricted cn-call in
accordance with the rates listed in Appendix A-1, A-2 and A-3.
c. On-call will be considered hours worked when an employee is required to

restrict personal activities so that the employee cannot use his or her time
effectively for the employee's purposes. Under such circumsiances, the
employee will be paid at the employee's normal pay rate (or overtime
when appropriate).

13. Overtime

a. Assignment of Overtime

The University shall decide when overtime is needed and which
employess will be assigned overtime. When practicable, the University
shail ask for volunteers in the assignment of overtime and shall attempt to
distribute overtime work assignments equitably based on the employee's
ability to perform the work. Qvertime must be approved in advance by the
University. As soon as practicable after the need for overtime is
determined, the University shall notify the employee that overtime must be
worked. Employees are expected to work overtime when such work is

assigned.

b. Compensation of Overtime

1} Overtime hours do not count toward accumulation of sick leave,
vacation, holiday, or retirement service cradit.

2] Actual work for the purpose of compuling overtime does not
include hours paid in non-work status, such as sick leave pay,
vacation pay, holiday pay, compensatory time, and paid leave of
absence pursuant to Article 14 - Leaves of Absence.

3} Except as provided in Section D, below, empioyees shall be

compensated for overtime worked at one and one-half {1-¥2) times
the straight-time rate when the following conditions apply:

a) 8/80 Option

Designated eight-hour empioyees wha are assigned to a
fourteen (14} consecutive day work period shall receive tha
time and one-half (1-%4) overtime rate after eighty (80}
hours of actual work in the fourteen (14) day peried. In
addition, such employees shall be compensated at one and
one-half (1-%2X) times the regular straight time rate for
hours warked which exceed eight (8) hours of actual work
in any workday within the 14-day work period. Any
payment at the time and one-half rate for daily overtime
hours worked within the 14-da; work period shail be
credited toward any time and one-nalf (1-Y2x) compensation
due for hours worked in excess of eighty (80) hours of
actual work in the work period.
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b)

Location Practice

Nothing shall preclude the University from paying
employees, on a campus by campus basis, ime and one-
half (1-%X) pay after shift I'or the purposes of this
paragraph only, a shift is defin:d as a minimum of eight
hours.

c. Compensatory Time

1) Overtime Compensation

a) At the option of the University, overime shalh be
compensated at the appropriat: rate either by pay or by
compensatory time off, if tie Department offers a
compensatory time program, in accordance with this
section,

b} Unless the employee and the - Iniversity agree otherwise,
overtime will be paid. An emp ayee may within thirty (30)
days of the effective date of th:: agreement, or upon hire,
and thereafter during the mouth of June, file a written
indication of preference for aithir compensatory time off or
pay with his/her immediate supesvisor. The University shall
grant the preference indicated.

c) The written indication of preference referenced in 1) b)
above may be withdrawn by mutual agreement of the
supervisor and the employee.

2) Accumulation of compensatory time is lir:fed te no more than two
hundred-forty (240) hours. An employie shall be paid for hours of
overtime which exceed this limit.

3) An employee may request scheduling of compensatory time. An
employee's request for the scheduling of compensatory time shall
be granted subject to the needs of the University, and shall not be
unreasonably denied. Onge the Uiiversity has approved an
employee's request to schedule compe nsatory tima, the University
shall not unreasonably rescind such ap woval.

GENERAL PROVISIONS

There shall be no duplication, pyramiding, or compound«ig of any premium wage
payments.

CONSECUTIVE DAYS OF WORK

1

Subject to operational needs, the University shali nake every effort to avoid
assigning HX Unit employees to work full shifts in exess of the terms outlined in
D.3.a., b., and c. below. For the purpose of this Seclion, a full shift consists of 8,
10 or 12 hours of work,

The consecutive days of work provisions may be waired by the employee, either
at his/her request or as the result of scheduling change requested by the
employee which results in such consecutive days of wirk.

An HX Unit empioyee shall be paid one and one-half - 1-1/2) times the employee's
straight-time rate for all hours worked on each shift in :xcess of a., b., or ¢., below
until a day off is granted when:

a.

A designated 8-hour employee is scheduled to work more than six (6)
cansecutive full shifts within six (6) consecutivi: days.

A designated 10-hour employee is schedulec to work more than five (5)

conseculive full shifts within five {5) consecuti = days.
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c. A designated 12-hour employee is scheduled to work more than four (4)
consecutive full shifts within four (4) consecutive days.

E. REST BETWEEN SHIFTS

The University encourages supervisors t0 schedule shiffs so as (¢ provide adequate rest
between shifts.

F. LAWRENCE BERKELEY NATIONAL LABORATORY

Policies, procedures, definitions, qualifications, calculations, covered hours and rates in
effect at PERB's certification of UPTE-CWA local 9118, on September 15, 1997, shall
remain in effect for employees at the Lawrence Berkeley National Laboratory and shall
supersede the provisions of this Arlicle where in conflict with the Agreement.

ARTICLE 12
JOB POSTING

Whenever vacancies within the bargaining unit are available for recruitment, the University shall
either post a netice (in writing or electronically) Visting the active, available, vacant position(s), ar
provide for efectronic matching of employes skills with vacant pasitions, or circulate a notice to
each unit at the campus/hospital/laboratory where the vacancies occur, The notice shall identify
the unit and shift of the job cpening and the duration of the recruitment. An employee may apply
for posted vacancies before the closing date of the notice in accordance with local
campus/hospitaifiaboratory procedures.

ARTICLE 13
LAYOFF AND REDUCTION IN TIME

A, GENERAL

1.

The UIniversity has the scle, non-grievable, non-arbitrable right to determine when
temporary, emergency, or indefinite layoffs shall occur. If, in the judgment of the
University, a layoff is necessary, staffing levels will be reduced in accordance with
this Article. The University shall determine the unit of layoff and which positions
are 1o be subject to layoff. When the University determines that there is to be a
layoff within the bargaining unit, it shali give UPTE advance notice in accordance
with Sactions C. and . below.

Layoffs may be emergency, temporary or indefinite.

A layoff is an involuntary:

a. Separation from employment as implemented in accordance with the
provisions of this Article, or

b. Transfer of an employee in a career position to a non-career position, or

% Reduction in appointment rate of a non-probationary career employee.

8. DEFINITIONS

1.

An emergency layoff is ane for which the need occurs suddenly and may be
caused by a decrease in workioad, low census, or unforeseen occurrence that
limits the availability of work. An individual employee may not be subject to
emergency laycffs for more than fifteen (15) calendar days. An emergency layoff
requires no advance notice.

A temporary layoff is one for which the University specifies an affected
employee’s data for return to work of not more than one hundred-twenty (120)
calendar days {rom the effective date of the layoff.

An indefinite layoff is one for which the affected employse receives no date for
return to work, or no date of restoration to hisher former appointment rate.



TEMPORARY LAYOFF

If the University determines that a temporary tayoff of one hu \dred-twenty (120 calendar
days or less is imminent, it shall be implemented in accordan. with the provisions of this
Section. .

1.

Alternatives To Layoff

The University may, at its sole, non-grievable dis:retion attempt to avoid a
temporary layoff, or to ease its impact, by implementir.) the following altematives:

a. Temporarily reassigning the affected empoyee(s) to an altemative
assignment for which he/she Is qualified, or

b. Scheduling the use of accrued compensatory 1ime, or

c. Scheduling the use of accrued vacation time.

Notice

When the University identifies particular employees o be affected by a temporary
layoff, it shall give the individual employee writt:n nofice of the expected
beginning and ending dates of the temporary layoff as follows:

a. The University shall give, if feasible, fifteen {5} calendar days’ notice of
the expected beginning and ending dates «f the layoff to the affected
employee(s) and the Union.

b. For conversion from temporary layoff to ind:finie layoff, the University
shall give thirty (30) calendar days' notics, if fe asible.

c. If less than fifteen (15) calendar days' notie is granted, the affected
employee(s) may receive straight time pay in lieu of notice for each
additional day the employee(s) would have 'zen on pay status had the
employee(s) been given fifteen (15) calendar days’ notice. Pay in liev of
notica is provided for reductions in appointme Il rate only for the difference
between the two rates.

d. If the ending date of the temporary layoff is ¢hanged, the University shall
give the affected employee nofice. The emplayee shall return to work on
the date provided in the notice.

1) The employee shall return to work «n the date provided in the
Section C.2., Notice, above, and sall notify the University in
advance if he/she is unable to do s0. The University and the
amployes shall attempt to establish @ mutually agresable return
date. If, due to cperational consider:ilions, the University cannot
accornmodate the employes's reques. for an altemnate return date,
heishie will be considerad to have resigred effective on the date
provided in the notice in Section C 2., abovs.

2) Notice of a change in temporary laycl¥ dates does not invoke the
“pay in lieu of notice” provisions of this Article.

a. When the University determines that a temporary layoff is imminent, it
shall give UPTE such notice as is reasonatile under the circumstances.
The notice shall describe the general area(s:: which may be affected. The
University shall notify the union concurrent with notification to affected HX
employees that they are to be laid off, or thit changes in the temporary
layoff dates have occurred.

Conversion Of Temporary To Indefinite Layoff

In the event the University converts a temporary lay off or reduction in time to an
indefinite layoff, the affected employee shall be proided afl rights under Section
D., Indefinite Layoff, beginning at the time of noti/ication of conversion. If the
University determines that an indefinite layoff is imm.nent, it shall ba implemented
in accordance with the provisions of Section D, belov..
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in the case of reduction in time, employees who are laid off foliowing a reduction
in time that occurred within sixty {60) calendar days of the layoff notice shall be
eligible for severance, or reduced severance, on the basis of their percentage of
appointment just prior to their reduction in time.

INDEFINVTE LAYOFF

If the University determines that an indefinite layoff is imminent, it shall be implemented in
accordance with the provisions of this Section.

1. Altemnatives To Layoff

The University may attempt to avoid an indefinite layoff, or to ease its impact, by
implementing the following alternatives:

a.

Offering affected employee(s) an active available vacant career position, if
any, at the same appointment rate, at the same satary level as determinad
by the salary range maximum within the layoff unit within the facility,
pravided the employes is qualified for the vacant position, or

Scheduling the use of accrued vacation andfor compensatory time, in
accordance with the needs of the University.

2. Setection for Layoff

a.

3. Notice

“Seniority” is based on the most recent date of hire in a career position.
Employment prior fo a break in service shall not be counted when
calculgting seniority. When employees have the same date of hire,
seniority shall be determined according to alphabetical order of the last
name.

The order of indefinite layoff of employees in the same classification within
the unit of layoff shall be in inverse order of seniority.

The University may retain employees irrespective of seniority who possess
special knowledge, skills, or abitities which are ot equally possessed by
other employeses in the same classification in the layoff unit and which are
necessary to performt the ongoing functions of the affected area. However,
senior employees selected for layoff who have the ability to learn the
necessary skills, within thirty (30) days, will be retained in the unit.

Employees in the unit(s) affected by the layoff who have more seniority
than those employees designated for layoff may volunteer to waive their
seniority rights solely in order 1o be designated for the layoff. The
University may approve such waiver, provided that the needs of the
University, as determined by the University, ara met.

Such employees shall be provided all rights under Section D.4., and
Section D.5., below, beginning at the time of notification of Indefinite layoff,

Where electronic job ptacement bulfetin boards are in use, the University
shall provide bargaining unit members access to such placement builletin
boards to the same degree as such bulletin boards are made available to
other staff employees. Employees who are laid off may be provided
information about other University locations’ job placement bulletin boards
according to local procedures.

When the University identifies particular employees to be affected by an
indefinite layoff, it shall give individual written notice of the effective date of
the layoff to each affected employee and the Union. Advance notice will
be provided as follows:

1) For indefinite layoff, the University shall give sixty (60) calendar

days notice if feasible. The University may pay up to thirty {30)
days of the sixty (60) day notice period in lieu of notice. In no event
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4.

5.

Recall

shall an employee receive less than thirty (30) days notice of

indefinite layoff. For conversion from emporary layoff to indefinite

iayoff, the University shall give thirty 1'30) calendar days notice if
_ feasible.

2} If an HX unit employee with less serdority is to be retained, the
University shall notify the union in adv.:nce of the layoff date and in
writing of the special knowledge, skill: and abilities, which support
the retention of the lass senior HX em|ilovae.

An employee shall be provided all rights uncier Section D.4. and Section
D.5., below, beginning at the time of notificaticn of hisfher indefinite layoff.

Non-probationary career employees who ares indefinitety laid off shall be
recalled in order of seniority to an active avzilable vacant career position
provided:

1) The paosition is to be filled and

2) Is in the same classification within th: layoff unit from which they
ware laid off, as determined by the University.

Propationary, per diem, and limited appoimrha:nl employees shall not have
a right to recall. Employees who are eligible for recall with less than five
{5) years of seniority shall retain recall wligibiity for one (1} year.
Employees who are eligible for recall with fiv2 {5) years or more seniority
shall retain recall eligibility for two {2) years.

The right to recall terminates:
1) Upon the employea’s relirement; or
2) At the end of the eligibility period; or

3) If an employee refuses and/or fails t) respond affirmatively within
ten {10) calendar days to a University inquiry conceming the
employee’s desire to remain on the r.:call list for possible retum to
work; or

4) If an employee refuses or fails to respond within ten (10) calendar
days to a written recall to wark in the same classification within the
layoff unit, at the same or greater :ippointment rate, and at the
same or greater rate of pay earned by the employee at the time of
layoff, or

5) If an employee refuses an offer of rzemployment at the same or
greater appointment rate, at the sane or higher salary level as
determined by the salary range meximum, and at the same or
higher rate of pay earned by the e:iployee at the time of layoff
within ten {10) calendar days, or

6) If an employee accepts a career pciition within the University at
the same or higher salary level as difermined by the salary range
maximum, the same or greater appointment rate, and the same or
higher rate of pay earned by the emp.ayee at the time of layoff, or

7} If a career employee who has received herfis notice of indefinite
layoff elects to receive severance pa' in lieu of recall.

Recall rights, once terminated, may be reins ituted at the sole discretion of
the University, upon the request of the ernployes.

Preference for Reemployment

a.

A non-probationary career employee who i on indefinite layoff, or who
has received written notice of an indefinite layoff shall be granted
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preference for veemployment or transfer to any active, vacant career
bargaining unit pesition at the same campus/hospital/laboratory from
which the employee was laid off and for which the employee is qualified
when the pasition is to be filled is:

1} At the same or lower salary level (as determined by the salary
range maximumy}; and

2) At the same or lesser percentage of time as the position held by
the employee al the time of layoff.

Preference for reemployment or transfer is not extended to probationary,
per diem, or limited appointment HX employees. A regular status HX
employee with preference for reemployment or transfer may be rejected
only if the employee lacks qualifications required of the position sought.

HX employees eligible for preference for reemployment with less than ten
{10) years seniority at the time the layoff occurs shall retain preference for
reemployment status for one (1) year. HX employses with ten {10) or more
years of seniority at the time the layoff occurs shall retain preference for
reemployment for two (2) years.

HX employees preferentially rehired fram layoff status or assigned to a
new position afler receiving notice of layoff who faill 1o perform
satisfactorily may, at any time during the six (6) months following such
retum, be retummed to or placed on layoff status. Previous time on layoff
status prior to rehire shall be deducted from the employse's pericd of
afigibility.

The right to preference for reemployment terminates:
1) Upon the employee's retirement; or
2) At the end of the eligibility period; or

3) If an HX employee refuses recall under the provisions of Section
D.4., Recall, above; or

4) If an HX employee refuses and/or fails to respond to a University
inquiry concerning the employee's deuire to remain on the
pteference for reemployment list; or

5) If an HX employee accepts a career position; or

6} If an HX employee refuses to accepl a position offered by the
University which is at the same or higher salary level (as
determined by the salary range maximum); and, is at the same or
higher appeintment rate held by the HX employee at the time of
layoff; or

T} If a career employee who has received her/his notice of indefinite
layaff elects fo receive severance pay in lieu of preferential rehire.

The right to preference for reemplayment continues during, but is not
extended by, temporary periods of employment in limited appointment
and/or Per Diem positions.

6. Severance - Effective March 30, 2007 through the Duration of the Agreement.

a.

A career employee whoe has received notice of i.»definite kayoff may elect,
in writing, o receive severance pay in liew of prefurential rehire and recall
rights within fourteen {14) calendar days of receipt of the notice of layoff.
Election is irrevocable. Each medicaf center/campus department shall, in
each instance of layoff, not reduction in time, offer severance in lieu of
preferential rehire and recall rights with reduced severance 1o all
employees in the department affected by the layofi. Employees who are
reduced in time may elect only severance pay {proportional to their
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reduction in time) in lieu of preferential rehire ::nd racall rights. Severance
pay shall be in accordance with the following:

0

Payment. An employee who elects. severance pay in fieu of
preferential rehire and recall rights shiall be paid a fump sum as
follows:

a. Employees with less than fire (5) years of University
service shall recaive two (2) we ks severance pay.

b. Employees with five (5) or mor:: years of University service
shall receive five (§) weeks se v snce pay, plus one week
for each additional year of service, up to a maximum of
sixteen {18} weeks,

c. Empioyees who are laid off fillowing a reduction in time
that occurred within sixty (60) calendar days of the layoff
shall be eligible for severance, or reduced severance, on
the basis of their percentage of appoiniment just prior to
their reduction in time.

d. This section shall not apply to 1:mporary layoff.
8. Failure to make an election &5 provided in Section 6 will

result in the employee receiving preferential rehire and
recall rights and extinguish the right to severance pay.

Reduced Saverance (with Preference and Rerallj

1)

2)

3

4)

5)

6)
7}

1

2}

1)

A career employee who has received-iotice of indefinite layoff may
elect, in writing, 10 receive preferentizl rehire and recall rights with
reduced severance within 14 days of 1eceipt of the notice of layoff.
Election is irevocable. The Universit, skall offer severance in lieu
of preferential rehire and recall rights wvith reduced severance to all
eligible employees in the departmint affected by the layoff.
Reduced severance pay shall be in acsordance with the fallowing:

Employees with less than five {5) yeurs of service are not eligible
for reduced sevarance under thig section.

Employees with five (5} or more year: of service shall receive four
{4) weeks reduced severance.

Employees with 13 or more years of service shall receive eight (8)
weeks reduced severance.

Employees who are laid off follow g a reduction in time that
occbired within sixty (60) calendar davs of the layoff notice shall be
eligible for reduced severance on thi basis of their percentage of
appoaintment just prior to thefr reduction in time.

This section shall not apply to tempor iry tayoff or reduction in time.

Failure to make an election as proviled in Section 6 will result in
the employee receiving preferertial rehie and recali rights and
extinguish the right to the reduced se ‘erance pay option.

UPTE will be notified if an employee |as been provided
severance or reduced severance,

Should an employse, as a result of g grievance, arbitration, or
settlement agreement, be retumec! to work or be rehired or
preferentially rehired or recalied, related to the fayoff, the
severance or reduced soverance reieived will be deducted from
the back pay award, if any, or creditel as an advance on earnings,
if proportional severance is to be refuined,

An employee cannot be retumed to viork without first repaying the
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severance or reduced severance of signing a severance
repayment agreement. The employee’s failure to complete the
severance repayment obligation shall not increase the University's
back pay liability, if applicable,

2) Repayment. An employee who has received severance pay under
this provision and who returns to work in a career position with the
University at the same or higher salary and same or higher
percentage of time as the position held at the time of layoff shalt
repay to the University the portion of severance pay received that
exceeds the lime the emplayee was laid off. Before returning to
work, the employee must make repayment in full or sign a
repayment agreemant,

CONTINUITY OF SERVICE UPON REEMPLOYMENT

1. A layoff of one hundred-twenty {120) calendar days or iess does not create a
break in service.

2. Reemployment in a career position within the period of right fo recall or
preference pravides continuity of service and reinstates previous seniority.

3. Seniority accrues, and benefit accruals are accumulated, only when an empioyee
is on pay status.

BENEFIT COVERAGE

Medical and retirement plan coverage may be provided to employees in layoff status, in
accordance with the Plan Regulations and Documents. An employee in layoff status
should discuss his/her medical andior relirement coverage with the campusfhospital
benefits office representative.

LAWRENCE BERKELEY NATIONAL LABORATORY
Policies, procedures, definitions, qualifications, and calculations in effect at PERB's
certification of UPTE-CWA Local 9119, on September 15, 1997, relative to severance

pay, preferentiat rehire, and recalt shall remain in effect for employees at the Lawrerce

Berkeley National Laboratory and shall supersede the provisions of this Article where in
confiict with the agreement,

ARTICLE 14

LEAVES OF ABSENCE
GENERAL PROVISIONS
Subject to the provisions of this Article, leaves of absence may be with or without pay,
may be for medical purposes and/or non-medical reasons, and are subject to the
approval of the University. Nothing shall preclude the University, on a campus-by-
campus basis, from establishing, implementing, or continuing a Catastrophic lliness or
Injury Leave policy covering Health Care Professional unit smployees.
1. Definitions

a.  Non-medical leaves of absence, with or without pay, include: Family Care
Leave, leave for jury duty, voting, blood donations, administrative ar legal
proceedings, emergencies, and University functions.

b, Medical Leaves with or without pay, include Pregnancy Disability Leave,
Family Care/Medical Leave, and Disability Leave.

¢.  FMLA s the federal Family and Medical Leave Act of 1993,
d.  CFRA s the California Family Rights Act of 1995.

2. Use Of Family Care And Medicat Leave Entitliement
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a.  If an emplovee eligible for a Family Care/Mecical Leave takes a lsave for
herfhis own serious health condition, (as deflr 2d in Section B.1.e. bslow),
the absence from work shall be deducted 1\-:ur'n the employesa's Famity
Care/Medical Leave entitiement.

b.  If an employee is inefigible for Family Care/Med’ical Leave or if the employee
has exhausted herthis leave year entitlement, i1 approved disability leave af
absence may be provided for the period(s) ar: eligible employee is absent
from work for verifiable medical reasons as provided in Section C. and
Section D. of this Aricle.

Benefit Eligibility While On Leave Without Pay

a. Special Bensfit Eligibility For Family Care/N:sdical Leaves - An sligible
employee shall have University-provided heallh benefits continued for the
period of the Family Care/Medical Leave in ac’ordance with Section 8.9. of
this Article.

b.  An approved leave without pay shall not be corsideced a break in service.

¢.  The provisions of Articie 36, Sick Leave, Articly) 42, Vacation, and Article 40,
University Health and Welfare Benefits, shall :ipply when employees are on
an approved leave without pay.

d.  An eligible employee on approved leave withuut pay may elect fo continue
University-sponsored  insurance coverages (as dstermined by plan
documents or regulations) for the period of th: leave by remitling the entire
premium amount due for the period of the aliproved leave, in accordance
with the provisions of the applicable plan{s). egulations of the retirement
systems determine the effects of leave withoul pay on retirernent benefits,

Requests For Leave

Except as provided under Section B.3., Family Cary/Medical Leave Notification,
requests for leaves of absence and extensions,. vith or without pay, shall be
submitted in writing to the University, Such ‘cquests shall be submitted
sufficiently in advancge of the requested leave date o provide the University time
to assess the operational impact of granting the re juest. All requests for leaves
of absence shall contain the requested beginning z'd end date of the leave, and
any additional information as required.

Duration

a.  The start date of the leave, the terms of the leave and the date of retum
from the leave are determined when the leave is granted, and shafl be
communicated to the employee, in accordar e with the provisions of this
Article. Except as provided under Section B.4.b., Family Care/Medical
Leave, written confimnation shall be provided when the University
determines such confimation is appropriate.

b. Except as provided for under Pregnancy Disability, Section C.1.b.2., the
aggregate maximum of leaves taken in any ccimbination shall not exceed six
(6) months in any one (1) year period.

¢.  No employee with a predetermined appointmint end date or predetermined
date of separation shall be granted a leavi: of absence bayond her/his
appointment end date or the predstermined d.:te of separation,

Return To Work

a.  Except as provided in Section B, Family Ciire/Madical Leave, Section C,
Pregnancy Disability Leave, and Article 18, Mllitary Lsave, an employee who
has been granted an approved leave with or without pay shali be reinstated
to the same or a similar position in the same department upon expiration of
the leave, in accordance with the Provisions of this Article. If the position
held has been abolished or affected by layoff iuring the leave, the employee
shall be afforded the same considerations wiiich would have been afforded
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had that employee been on pay status when the position was abolished or
affected by layoff.

Failure to provide a medical release to return to work, as required in Section
B.5. and Section D.4., may result in the detay of reinstatement until the
employee submits the required medical release cedification.

An employee who has exhausted her/his original leave entitlernent and whao
has been granted additional leave under another section of this Article, shall
be reinstated in accordance with the provisions of the section undar which
the: additional leave was granted. The empioyee shall be advised in writing,
at the time the additional leave is granted.

An employee who fails to return to work from a leave of absence on the
approved anticipated date of retumn shall be considered to have abandoned
her/his job, in accordance with Article 33 - Resignation/Job Abandonment.

FAMILY CARE AND MEDICAL LEAVE

Family Care Leave includes Parental Leave and Family liness Leave. Medical Leave is
provided for the employee's own serious health condition,

1. Definitions

a.

“Parental Leave” is leave 1o care for the employee's newborn or a child who
has been placed with the employee for adoption, stepchitd, legal ward, or
foster care.

“Family liness Leave” is leave to care for the emyloyee’s child, parent, or
spouse with a serious health condition,

“A Family Member" for the purposes of family care leave is the employes's
biological, adopted, or foster child, stepchild or legat ward who is under
eighteen (18) years, a child for whom the employee stands in loco parentis,
or an adult dependent child; a biological, foster, or adoptive parent,
stepparent or legal guardian, an individual who stood in loco parentis while
the employee was a child; or spouse, or same / opposite sex domestic
partner.

“A Sericus Health Condition For The Purposes Of Family liness Leave” is
an illness, injury, impairment, or physical or mental condition which
warrants the participation of the employee to provide supervision or care
during a period of treatment or incapacity including psycholegical comfort.

“Medical Leave” is leave granted for the employee's own serious health
condition which makes the employee unable to perform any one or all of
the essential assigned functions of the employee's position. An employee
disabled because of pregnancy-related conditions is covered under
Section C. - Pregnancy Disability, below.

‘An Employee's Own Serious Health Conditior” is an illness, injury,

impairment, or physical or mental condition, that renders the empioyee

unable {o perform any one or all of the essential functions of the

employee's position and invotves the following:

1) inpatient care in a hospital, hospice, or residential medical care
facility, or

2)  Continuing treatment by a health care provider for:

a) A pericd of incapacity of more than three (3) consecutive
calendar days, or

3} Any period of incapacity or treaiment due to a chronic serious
health condition, or
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¢)  Any period of incapacity which is permanent or fong-term due
to a corxiition for which treatment nay not be effective.

“A Health Care Provider” is an individual who |s licensed in Califomia or is
duly licensed in ancther State or jurisdiction, o hold either a physician’s
and surgeon's certificate or an ostecpathic, physician's and surgeon's
certificate, or who is duly licensed as a podiatrist, dentist, clinical
psychologist, optometrist, chiropractor (imittd to the treatment of the
spine to comect a subluxation as demonstra =d by x-ray to exist), nurse
practiioner or nurse mid-wifa performing withi- the scope of her/his duties,
or Christian Science practitioner or any hesith care provider that the
employee's health plan carrier recognizes for |iurposes of payment.

*1,250 Hours Of Actual Service™ means lime actually spent at work and
does not include any paid time off incluling but not limited to an
employee's use of accrued vacation, compent.atery time, or sick leave, nor
does it include time paid for holidays no| werked or time spent in
unrestricted on-call status {for employees grajted military leave, all hours
that would have been worked had the amjloyee not been ordered to
military duty shall be used to caiculate the 1.250 actual hours of work
requiremeant.}

2. Eligibility Criteria And Duration

a.

Employees who have at least twelve (12) cuniulativa months of University
service, and have at least 1,250 hours of actial service during the twelve
(12) month period immediately preceding the ;ommencement of the leave,
are eligible for and shall be granted up to a tolal of twelve (12) workweeks
of Family Care/Medical Leave in the leave ya{ir. For the purposes of this
Article and section, only, all prior University s svice, including service with
the Department of Energy Laboratories, sh:ll be used to calculate the
twelve-month service requirement.

Family Care/Madical Leave is unpaid leave, €:«capt as otherwise provided
in this Article,

1} An employee's use of herfhis accruid Compensatory Time Off
cannot be deducted from the twewve (12) workweok Farmily
Care/Medical Leave maximum, and st .afl not be granted. All other
time off used for family care and/c: medical leave purposes,
including Work Incurred Injury and liin:ss leave, shall be deducted
from the twelve (12) workweek Family Care/Medical Leave
maximum.

2) Family Care/Medical Leave shall not exceed twelve (12)
workweeks in any twelve (12) month.period, and the leave year
shall commence on the date the emplayee first takes leave, In the
event the leave year for all other Univirsity employees becomes a
calendar year, the commencement pixiod for employees in this
bargaining unit shall be the same as th 2 commencement period for
all other staff employees.

If the employee has exhausted her/his entitleinent to Family Care/Medical
Leave, s/he may apply for additional leave pursuant to this Article.

3. Notification

If the employee learns of the event giving risi to the need for leave more
than thirty (30) calendar days in advance, 07 the leave's anticipated
initiation date, the employee shall give the Liniversity at least thirty (30)
calendar days notice of the need for leave. A1 employee who fails to give
thirty (30) days’ notice for a foreseeable leave with no reasonable basis for
the delay, may have the family care andfor ynedical leave delayed until
thirty (30) days after the date on which the em loyea provides notice.

1) If the need for leave is foreseeable due to a planned medical

treatment or the supervision of a family members medical
treatment, the employee shall make reasonabile efforts to schedule
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the treatment so as fo not unduly disrupt the University's
operations.

2) If the need for leave is unforeseeable or .ctually occurs prior to the
anticipated date of foreseeable feave, the employee shall provide
the University with as much notice as practicable and, at a
minimum, within five calendar days after leaming of the need for
leave.

The University shall determine whether the employee meets the eligibility
requirements and therefore qualifies for a Family Cara/Medical Leave and
shall, as soon as practicable, notify the employes whether the leave is
designated or provisionally designated as Family Care/Medical Leave.
The start date of the leave, the terms of the leave and the date of retum
from the leave are determinad when the leave is granted.

Extensions to the Family Care/Medical Leave, up to the aggregate
maximum of twelve (12) weeks in the leave year, may be granted in
accordance withr Section B.2.b. of this Article.

4. Cerfification

For The Employee’'s Own Serious Health Condition. When a leave of
absence is requested for the employee's own serious health condition, the
University may, at its discretion, require that an employee’s request for
leave be supported by written certification issuea 2y the employee's health
care provider. When the University requires certification, the University
shall inform the employee of its requirement in writing. Certification may
be provided by the employee on a form given to the employee by the
University and shall, regardless of the format in which it is provided,
include:

1} Certification that the employee has a serious health condition as
defined in Section B.1.f,, above, and

2) A statement as to whether the employee is unable o perform any
one or more of the essential assigned functions of the position
including a statemant of the function(s} the employee is unable to
perform, and

3) The date on which the employee’s serious health condition began,
if known, the probable duration of the condition and the employee's
probable date of return, and

4 Whather it will be necessary for the employee to take isave
intermittently or to work on a reduced work schedule, and if so, the
probable duration of such schedule, and,

§) If the condition is chronic and the employee is presently
incapacitated, the duration and frequency of episodes of
incapacity,

For The Employee’'s Family Member. When a lsave of absence is
requested for the serious health condition of the employee's family
member, the University may, at its discration, require that an employee's
request for leave be supported by written certification issued by the family
member’s health care provider. When the University requires certification,
the University shall inform the employee in writing. Certification may be
provided by the employee on a form given to the employee by the
University and shall, regardless of the format in which it is provided,
include:

1) Certification that the employee's family member has a serious
heaith condition as defined in Section B.1.d., above, and

2) A statement that the family member's seripus heaith condition
warranis the participation of the employee fo provide supervision or
care during a period of the treatment or incapacity or psychological
comfort, and
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3) Whether the employee's family niember will need care
intermittently or on a reduced work s:hedule and the probable
duration that the employee is needed to provide care.

4) In addition, the employee will be requi‘ed to certify either on the
form or separately the care she will [sovide the family member
and the estimated duration of the period of care.

c. Confirmation Of Family Relationship. The University may, at its sole, non-
grievable discretion, require an employes requesting leave to care for a family
member with a serious health condition or requasting Parental leave, to
provide documentation of the familial relationship ¢i- proof of birth, placement
for adoption or foster care. The employee’s failure 1o provide documentation
within fifteen (15} calendar days of the University's request may, al the sole,
non-grievable discration of the University, result in eitiver

1) A delay of the leave untit the required do:umentation is provided or

2) If the leave has not begun, it will be ‘lenied. If the leave has
begun, the leave will not be designate! as Family and Medical
Care Leave and may be discontinued by ke University.

d. Questioned Medical Opinions. Should the Universily question the validity of
the employee's cerification for herfhis own serinus health condition the
University may, at its sole, non-grievable discretior, require the employee to
obtain a second medical opinion from a sacond hetilth care provider selected
by the University. Should the second medical opin-on differ from the opinion
of the employee's own health care provider, the University may, at its sole,
non-grievable discretion, require a third medical opiinion from a third health
care provider, jointly agreed to by the employee ind the University. The
University shall bear the cost of the second and third opinions, and the third
opinion shall be final,

e. Additional Gertification And /Or Recertification. If aditional leave is requested
or should the circumstances of the leave change, he University may, at its
sola, non-grievable discretion, require the employe.! to obtain recertification.
Such requests for subsequent certification and/or reexiification may be sithar
verbal or in writing.

1) If certification andfor recertification are required, the employee
shall retum the certification within fiteen |15} calendar days of the
University's request, whare practicable.

2} Failure to provide cedification andicr recertification for a
foreseeable leave within the requested tirne may result in delay of
the leave until the required cerfification is raceived. Failure to
provide cerification for an unforesecable leave within the
requestad time period may result in discontinuance of the leave
until the required cerlification is provided. If the employee fails to
provide certification, the leave is not Fairily Care/Medical Leave
and will be denied as family care leave, in accordance with the
provisions of Section B.4.¢.2),

f. Failure To Provide Complete Certification And/Or Recerlification. If the
employee fails to provide a completed certification :nd/or recertification, the
employee shall be given at least fifleen (15) calerijar days to perfect the
certification andior recertification. Failure to perfect :: ) incomplete certification
andfor recertification within the requested time peric:! may result in delay of
the leave or discontinuance of the leave until the recu:red certification and/or
recertification is provided. If the employee fails o provide a compiete
certification and/or recertification, the leave is not Fainily Care/Medical Leave
and will be denied in accordance with the provisions o! Section B.4.c.2.

5. Retum From Family Care/Medical Leave For Own Health Condition

a. The employee shall provide her/his employing depiaitment at least ten (10)
days notice of her/his anticipated raturn to work.-
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An employee who has been granted a Family Care/Medical Leave for
herfhis own serious health condition, must provide a written medical
release to return to work prior to returning to work.

The employee who has been medically released to perform the essential
assigned functions of her/his job, shall be retumed in accordance with the
provisions of Section B.10.

Failure to provide a medical release to return to work may result in the
delay of reinstatement until the employee submits the required medical
release certification.

6. Use Of Accrued Paid Leave

Famity Care/Medical Leave is unpaid, except for the use of sick leave
and/or the use of accrued vacation, as provided in this Article;

An employee on leave for her/his own serious health condition:

1) Shall use accrued sick leave in accordance with the University's
disability plan requirements; or

2) If not eligible for University disability benefits and not on leave as a
result of a work-incurred injury or iliness, shall use all accrued sick
leave prior to taking leave without pay; or

3) If on leave due to a work-incurred injury or iliness, may use
accrued sick leave as provided in Article 45 - Work Incurred Injury
of lness.

An employee on leave for her/his own serious health condition shall use
accrued vacation time prior to taking leave without pay, if all accrued sick
leave has been exhausted.

9. An employee on Family Care Leave for Family lliness may use sick leave in

accordance with Article 36 - Sick Leave, Section B.3., and shall use accrued
vacation time prior to taking leave without pay.

7. Duration

a.

For the purposes of Family Care/Medical Leave, only twelve (12}
workweeks Is equivalent to four-hundred eighty (480) hours of scheduled
work for full-time career and limited employees who are normally
scheduled for an eight (8) hours per day five (5) days per workweek (8/40}
schedule, While the use of Family Care/Medical Leave need not be
consecutive, In no event shall an employes's aggregate use of Famity
Care/Medical Leave exceed a total of twelve (12) workweeks within the
leave yaar.

Hourly Conversion For Part-Time or Alternatively Scheduled Employess.
For employees who work part-time or a schedule other than an 8/40, the
number of Family Care/Medical Leave hours to which the employee is
eligible shall be adjusted in accordance with her/his normal weekly work
schedule. An employee whose schedule varies from week to week is
eligible for a pro-rated amount of Family Care/Medical Leave based on
herfhis hours worked over the previous twelve (12) weeks preceding the
leave.

Employee Requests For Reduced Work Schedules. When medically
necessary and supported by medical certification, the University shall
grant an eligible employee's request for a reduced work schedule or
intarmittent leave including absences of less than one {1) day. When
granted, the Liniversity will count only the time actually spant on the
intermittent teave or reduced work schedule towards the employee's
entitlement of four-hundred eighty (480} hours in the ieave year.

Allemate Assignments To Accommodate Intermittent Leave Or Reduced
Work Schedule. When the employes requests an intermittent leave or a
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8.

10.

reduced work schedule, the University may, at its sole, non-grievable
discration, require the employee to transfer .emporarily to an available
alternate position for which the employee is qualified and which better
accommodates the employee's recuming periiid of leave. Such transfer

" shall have equivalent pay and terms and corditions of employment, but
does not need to have equivalent duties.

Parental Leave

a. Parental Leave is a form of Family Care/Mettical Leave to care for the
amployes's newborn or a child placed with the employes for adoption,
stepchild, legai ward or foster care. Such leave must be initiated and
concluded within one (1) year of the birth or placement of the child. The
University shall grant a Parental Leave subject to the limitations described
below. If requested and taken immediately following a Pregnancy
Disability Leave, an employee eligible for FML.V.FRA at the beginning of
her Pregnancy Disability leave shall be graried the unused portion of
CFRAFMLA leave for Parental | eave purposes, up to a maximum of
twelve (12) workwaeks. The amount availabl: for use is determined by
the amount which the employee has previous ;; used under CFRAJFMLA
in the leave year.

b. Requests For Paréntat Leave. The employee s all request Parental Leave
sufficiently in advance of the expected birth da e of the child or placement
of a child for adoption or foster care to allow ttia University to plan for the
absence of the employee. The anticipated d.ute of retum from Parental
Leave shall be set at the time such leave comimences, or if requested in
conjunction with a Family Care/Medical Lave on account of the
pregnancy/childbearing disability, shall be se. at the time such Family
Care/Medical Leave commences. Parenta, Leave, .when taken for
adoption or foster care, could commence prior 11 the date of placemsnt.

[ Duration. Parental Leave, alone, shall not exc :ad twelve {12) workweeks
within the leave year as defined in Section 8.25.2) and B.7., above.
However, when Parental Leave is combined viith a leave for pregnancy-
related and/or childbearing disability only, the total Family Care/Parental
Leave shall not exceed seven (7) months in the Inave year,

1) An employea on Parental Leave shall ise accrued vacation time
prior to taking leave without pay.

2) The University shall grant a Parental '.eave of at least twa {2)
weeks duration on any two occaslons duing the leave year.

3 The University, at its sole, non-grievable discretion, may require
that any additional Parental Leave requeisted during this same time
period be for a minimum duration ¢f two {2) weeks, unless
otherwise required by law.

Continuation Of Health Benefits

An eligible employee who is on an approved Family ¢ are and/or Medical Leave
shall be entitled to continue participation in health plan coverage (medical, dental,
and vigion) as if s’he were on pay status for & pesiod of up to twelve (12)
workoweeks in the leave year. However, an employee n art approved Pregnancy
Disability Leave who is dually eligible for leave undur the federal Family and
Medical Leava Act and the California Family Rights Acl, shall be entiled for up to
twelve (12) workweeks of health plan coverage for the combined Pregnancy
Disability Leave/Parental Leave which runs concurrentl: vith FMLA and/or CFRA.
Other group insurance coverage and retirement ben :fits shall be continued in
accordance with the provisions of the applicable group insurance and retirement
system regulations.

Retum To Waork
When an employéa has been granted an approved Farnily Care/Medical Leave of

Absence and retums within twelve (12) workweeks of the initiation of the leave,
s/he shall be reinstated to the same or an equivalent osition upon expiration of
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the teave. If the position has been abolished or otherwise affected by layoff and
an equivalent position is not available, the employee shall be afforded the same
considerations that would have been afforded had the employee been on pay
status when the position was abolished or affected by layoff. No employee with a
predatermined appointment end date or predetermined date of separation shall be
granted a leave of absence beyond herhis appointment end date or the
predetermined date of separation. An employee who has been granted a Family
Care/Medical Leave for her/his own health condition, will be required by the
University to provide a written medical release to return 1o work prior to her/his
retwn o work.

[+ PREGNANCY DISABILITY LEAVE
1. Duration

a. During the period of verified pregnancy-related and/or childbearing
disability, an employee is entitted to and the University shall grant up to
four (4) months of Pregnancy Disability Leave for pregnancy/childbearing
disability purposes.

b. Duration. If the employee is eligible for Family Care/Medical Leave,
pursuant to Section B, above, such leave shall be deducted from an
employee’s federal Family and Medical Leave entitlement.

1) If the pregnancy-related/childbearing medical disability continues
beyond four (4) months, a medical disability leave of absence may
be granted in accordance with Section D., below, for a total
medical absence not to exceed six (6) months.

2) Additionally, the employee may be eligible for Parental Leave,
pursuant to Section B.8., above, to care f.:- her newborn child. The
total Family Care Leave, when combined with a Pregnancy
Disability Leave, shall not exceed seven (7) months in the leave
year.

c. Pregnancy Disability Leave May Consist of lsave with or without pay;
however, an employee shall be raquired to use accrued sick leave in
accorgdance with the University's Disability Plan. If sick ieave is exhausted,
the employee may elect to use accrued vacation time before taking leave
without pay. .

d. Additional Family Care Leave In The Leave Year. Upon termination of the
Pregnancy Disability Leave, which runs concurrently with federal Family
Care/Medical Leave, an eligible employee shall also be enitied to the
unused portion of CFRA/FMLA leave up fo a maximum of twelve (12}
workweeks for any covered reason except leave for a pregnancy-related
medical condition provided that the CFRA/FMLA leave begins immediately
foliowing the end of the Pregnancy Disability Leave. The amount available
for use is determined by the amount that the employee has previously
used under FMLA/CFRA in the leave year.

2. As An Allernative To Or In Addition To Pregnancy Disakility Leave, the University
shall temporarily transfer a pregnant employee to a less strenuous or hazardous
positton upon the request of the employee and with the advice of the employee's
health care provider, if the transfer can be reasonably accormmodated. For the
purpose of this section, a temporary transfer includes a temporary modification of
the employee's own position to make it less strenuous or hazardous. A temporary
transfer under this section is considered time worked and shall not be counted
toward an employee's entitlement of up to four (4} months of pregnancy disahility
leave, unless the employee is also on a reduced work schedule or an intermittent
leave schedule,

3. Reduced Work Schedule - When medically necessary, and supported by medical
certification, the University shall grant an employee Pregnancy Disabllity Leave on
a reduced work schedule or on an intermittent basis including absences of less
than one (1} day. Only the time actually spent on the intermittent or reduced
leave schedule shali be counted towards the employee's entitlement of four (4)
maonths in any twelve {12) month period.
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Retun To Work - An employee who has been grinted a temporary transfer
andfor Pregnancy Disability Leave shall be reinstzled 1o the same position,
provided that the employee returns to work immediatily upon termination of the
Pregnancy Disability Leave and provided that the aggizgate duration of alf leaves
granted for a given pregnancy does not exceed four (I} months. If the same job
has been abolished or affected by layoff, the employwe shall be reinstated 1o a
similar job. I a similar position is not available, the :mployee shall be afforded
the same considerations which would have been a‘forded had that employee
been an pay stalus when the position was abolished or affected by fayoff. The
date of reinstatement is determined when the leave is ,; ranted.

Continuation Of Benefits

An employee on Pregnancy Disability Leave wha is ¢1s0 eligible for leave under
the federal Family and Medical Leave Act and the State of California Famnity
Rights Act, shall be entitied, if eligible, to continue harticipation in health plan
coverage {medical, dental, and vision) as if on pay sitotus for up to twelve {12)
workweeks in the leave year. Other group insuranc: coverage and retirement
benefits shail be continued in aceordance with the rowsions of the applicable
group insurance and retirement system regulations.

D. DISABILITY LEAVES OTHER THAN FMLA/CFRA/PIEGNANCY DISABILITY
ENTITLEMENT

1.

A disability leave of absence is the period(s) an tligible career empioyee is
granted leave from work for medical reasons in accardance with Section D.2.,
below. This lsave includes the combined use of ascrued sick leave and the
disability leave of absence without pay in accordance! with the provisions of this
Article and Article 36 - Sick Leave. Disability leaves of absence with or without
pay are provided for leaves due to non-work related illnesses or injuries.

Eligibitity

a. An employee may be eligible for a disability lea s of absence with or
without pay when s/he has exhausted her/iis twelve {12) workweek
Family Care/Medicai Leave entitlement in the' ieave year, of sihe is not
otherwise eligibte for Family Care/Medical Leave, or the empioyee has
exhausted her four (4) month entitlement ( ider Pregnancy Disability
Leave, and s/he:

b. Is medically incapable of performing the esse atial assigned functions of
her/his job due to a non-work related ilness or iljury; and

c. Has furnished evidence of disability satisfactor, to the University,

Duratian

a. When the use of accrued sick leave and a vlisability leave of absence

without pay are combined, the University may 1 rant a disability leave for a
total period of verified disability not to exceed six (6) months.

b. An employee granted a disability (eave who is 1ziso applying for University
disability for non-work related disability purposes shall use all accrued sick
leave in accordance with the University's dizizbility plan prior to taking
leave without pay.

c. In the event that the employee's accrued sick |zave is greater than six (6)
montns, a disability leave of absence without [iay in addition to the use of
all accrued sick leave, shall not be granted.

d. If an extension to a disability leave of abserce within the total six &)
menth period is not granted, an employee will: be medically separated in
accordance with Article 17 - Medical Separatior: of this Agreament.

€. An employee who is receiving long term disability payments from a
retirement system to which the University coitributes will be medically
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separated on the basis of medical condition in accordance with Article 17 -
Medical Separation of this Agresment.

Return To Work

The employee shall not be reinstated from a medically-related leave of absence
until 8 medical release certification is provided to the University within the time
limits specified by the department. A medical release vortification shall include &
statement by the employee's health care provider of the employee's ability to
perform the essential functions of the position.

E. PERSONAL LEAVE OF ABSENCE WITHOUT PAY

1.

A non-probationary career employee may be granted a Personal Leave of
Absence without Pay at the sole, non-grievable discretion of the University. Such
leave shali not exceed six (6) calendar months. Personal Leave without Pay shall
not be considered a break in service and shall not determine eligibility for benefits
except that the reguiations of the retirement systems must be specifically checked
to determine the effects of such leave without pay on retirement benafits.

The University, at iis sole, non-grievable discretion, may approve extension of a
personal leave of absence without pay. Total leave time is normally not more
than twelve {12) months.

F. LEAVES OF ABSENCE WITH PAY

1.

Jury Duty

A ful-time employee in a career position on any shift ¢~ work schedule shall be
granted leave with pay for actual time spent on jury service and in refated travel,
not to exceed the number of hours in the employee's normal work day and the
employee’s normal workweek. A part-time employee in a career position shall be
granted leave with pay for actual time spent on jury service and in related travel
which occur during the employee's regularly scheduled hours of work.

Vating

An employee shall be granted leave with pay, up to @ maximum of two {2) hours,
for voting in a statewide primary or general election if the employes is scheduled
to work eight (8) hours or more on that day and does not have time to vote
outside of warking hours.

Blood Donations

An employee may be granted leave with pay, up 1o @ maximum of two (2) hours,
for donating blood during regularly scheduled hours of work.

Adrninistrative Or Legal Proceadings

a. When an employee is attending administrative or legal proceedings as
directed by the University or is subpoenaed by the Uriversity to appear as
a withess in an administrative or legal proceeding, leave without loss of
straight time pay will be granted for actual time spent in the proceedings
and in related travel nat to exceed the number of hours in the employee's
nermal work day and workweek.

b. An employee subpoenaed by the State or a political subdivision thereof
when the State or political subdivision is prosecuting a person for an
offense which the employee, by virtue of being on University premises
during scheduled work hours, witnessed, shall be granted leave-without-
loss-of-straight-time pay for actual time spent in the proceedings and in
related travel time not to exceed the employee's normal work day and
workweek.

c. The granting of leave-without-loss-of-straight-time pay status for other
employment-related situations where an employes has been subpoenaed
shall be at the sole, non-grievable, non-arbitrable discretion of the
University.
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Emergencies

In the event of natural or man-made emergencies, ar.. employea may be granted
leave with straight time pay during regularly scheduled hours of work for the
period of time authorized by the University. The graiiting of such leave and the
period of time shall be at the sole, non-grievable discreiion of the University.

University Functions

At the sole, non-grievable discretion of the University :ind on a campus basis and
within a campus basis, an employee may be granled feave during regulary
scheduled hours of work to attend Commencemerii exercises, Charter Day
exercises and other University mestings or funclicns as designated by the
University. Such leave, when granted, shall be without.loss-of-straight-time pay.

ARTICLE 15
LEAVE OF ABSENGE FOR UNION BUSINE ;S

A GENERAL PROVISIONS

1.

Empioyee Eligibility for Leave

For each campus/hospltalflab with mere than 500 barjaining unit employees the
University shall grant no more than two FTE (261 days) paid reimbursed leave or
reduction in time for umion business per calendor year without loss of
compensation. For each campusmMospitalfiaboratory will! less than or equal to 500
bargaining unit employees the University shall grant ni more than one FTE (130
days) paid reimbursed leave or reduction in time for union business per calendar
year without loss of compensation. However, ontyl one employee shall be
released per depariment per leave. The University neel not grant the leave when
it can demenstrate compelling business needs, or ifa ampusmosprlalnaboratory
has fewer than fifty {50} bargalning unit employees. Thi: University may postpone
the leave when it can demonstrate compelling business needs.

FPay Status

During the paid reimbursed leave, the employee shall be paid by the University
and shall continue to accrue service credit; and shall 1tain all benefits to which
the employee was entitied prior to the start of the ave. Employee benefit
contributions will continue to be deducted during the leave.

a. During the pald reimbursed leave, the emplcyee shall be eligible for
increases in accordance with campus practices.

b. Any leave granted in accordance with this secjon shall not constitute a
break in service.

c. During the paid reimbursed leave, the employer shall not be eligible for
Workers Compensation benefits arising out of iin injury occurring during
the leave from the University. While on paid rei nbursed leave, University
employees shall be covered by UPTE"s Workers Jompansation camier.

Union Reimbursement

The Union shall reimburse the University for afl costs of employee compensation,
including but not limited to, salary plus all benefits pak| to tha employee for the
time the empioyes is on leave without loss of compenuation (36%). The Union
shall submit payment to the University within thirty {30) days of receipt of
confirmation of payment to the employee. The Un'versity has the right to
terminate the leave if the Union fails to provide timely pe :ment.

Long-term Leave of Absence

Upon at least thirty (30) calendar days advance-written 1oquest to the local Labor
Relations office from UPTE and the employee, no' more than one (1)} per
department UPTE-reprasented non-probationary ‘ciareer employees per
campus/hospitallaboratory shall be granted a leave ol absence to engage in
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Union business pursuant to A.1. above. The duration of the leave of absence
shall be specified at the time the employee commences the ieave. No such leave
shall be granted unless the written request specifies the duration of the leave.

a. Such leaves of absence shall be for a period of not less than thirty (30)
calendar days. |n no situations shall the leave of absence be granted for a
period of mare than three (3) years.

b. The University, due to operaticnal requirements, may posipone the date
such leave of absence is scheduled to begin.

5. Short-term Leave

Subject to operational considerations, upon at least thirty (30} calendar days
written request 1o the local Labor Relations office from UPTE and the employee,
no more than one (1} per department non-probationary career employee,
pursuani to A.1. above, will be granted a leave of absence for union business for
not less than two (2) days and not longer than twenty-ning (29) days. Requests
for this short-term leave shall not be unreasonably denied.

6. Reduction in Time

The University will approve requests from employees for temporary reductions in
time for up to three (3) calendar years for union business. Requests far reduction
in time will not be unreasonably denied.

7. Aftendance at Local Meetings

Upon seven (7} calendar days advance written notice to her/his supervisor, local
union officers and local employee representatives included on the list provided o
the University by UPTE, as set forth in Section C.2. of Arlicle 2, Access, shall be
granted time off without pay or, at the employee’'s option, such time would be
charged to accrued compensatory time off or accrued vacation time, to attend
local union meetings, Approval for such leave shall not be granted for a pericd to
axceed four (4) hours and such approval shall not be granted fo any individual
amployee more than once per month. The supervisor may grant additional time
over four (4} hours on a case-by-case basis. The granting of such approval to
local employee representatives and officers shall be subject to the operational
needs of the University and may be granted to one (1) or more but not necessarily
all such employees on the same shift in the same operational area. Such
approval shall not be unreasonably denied.

B. RETURN FROM LEAVE

The University shall not be required to return an employee an a leave of absence for
union business prior fo the return date specified at the start of the leave.

1. For leaves longer than sixly (60) days, at least forty-five {(45) calendar days pricr
to the compietion of the long-term leave of absence, 'ne Union shall notify the
University of the employee's intent to return to the University's employ and the
employes shall likewise so advise the University. For leaves of less than 60 days,
at least 15 days notice shall be required if the requested return date is other than
the return date specified at the start of the leave.

2. Upon return, the employee shalt be placed in the same or similar position fram
which the employee took the leave of absence and at the rate of pay which would
place the employee at the same relative position in the range for the position as
that range exists when the employee returns. Placement of the employee in
his/er previcus position shall be consistent with staffing reductions and/or layoffs
which may have occurred during the period of the paid reimbursed leave.

ARTICLE 16
MANAGEMENT RIGHTS
A Management of the University is vested exclusively in the University. The parlies agree

that all rights not specifically granted in this Agreement are reserved solely to the
University. Except as otherwise pravided in this Agreement, UPTE agrees that the
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University has the right to make and implement decisions teiating o areas including, but
not limited to those enumerated below. Although the University may upon request
consull with UPTE conceming the following areas, the University is not obligated to
bargain with UPTE as to such areas during the term of this Ajjsesement.

Examples of the rights reserved soiely to the University admi.istration and its agents and
officials include, but are not limited to, the right:

1. To establish the University's missions, programs, abjectives, activities, and
priorities;
2, To plan, supervise, direct and control the use of resources to achieve the

University's missions, programs, objectives, activities, and priorities;
3 To develop, implement and administer affirmative acti »n programs;

4, To establish and administer procedures, rules and rejjulations and determine the
methods and means by which operations are to be caried on;

5. To introduce new or Improved methods, programs equipment, or facilities or
change or eliminate existing methods, equipment, or {1ict ties;

6. To determine the location or relocation, reorganizition, or discontinuance of
operations; to determine where employees shall wo k; or subcontract all or any
portion of any operation; .

7. To assign, reassign, and schedule work; to determine the need for overtime;

8. To establish the size, composition, and qualifications «.f the work force;

g. To recrult, hire, develop, frain, evaluate, promote, transfer, demote, or layeff
limited appointrment, caraer, or probationary employe«s;

10. To determine the basis for, and to determine the; amount granted for merit
increases;

11.  To establish, modify, and enforce standards of perfo-mance, conduct, and safety
for employees; and to determine the process by whith employee perfermance is
evaluated;

12. To reprimand, suspend, release, or otherwise discip ine or discharge employees
for misconduct or failure to perform satisfactorily;

t3.  To maintain safety standards and programs;

14.  To determine and modify job classifications and job d-:scriptions.
The above enumerations of management rights are not irclusive and do not exclude -
other management rights not specified, nor shall the exerc se or non-exercise of rights
retained by the University be construed to mean that any righ! is waived.

No action taken by the University with respect to a managerient right shall be subject to

the grievance or arbitration procedure or collateral suit, unless the exercise thereof
violates an express written provision of this Agreement.

ARTICLE 17
MEDICAL SEPARATION
GENERAL CONDITIONS
1. When the University determines that a non-proba:ilormry career employee is

unable to satistactorily perform the essential assigne« functions of her/his position
due to disability, that employee may be medically separated. Prior to medical
separation, the University will engage in the interactivir process and will determine
what acoommodation, if any, may be reasonably provided. Such accommadation,
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if any, shall be provided in accordance with the provisions of Article 30,
Reasonable Accommodation. An employee who is medically separated is eligible
for spetial reemployment procedures as set forth in Section E., below.

2. Except as provided in Section A.3., below, a medical separation shall be based
on:

a. University statement describing the essential functions of the job the
employee is not able to perform satisfactorily; and

b. Any pertinent information, including medical information provided by the
employee's licansed health practitioner and/or the University’s physician,
andfor work-related information provided by appropriate University

officials.

3. A medical separalion may also be based on the employee's receipt of long term
disability payments from a retirerent system to which the University contributes,
such as UCRS or PERS.

4, If an employee who is onh an approved leave of absence related to a medical

conditien has a specific retum to work date established by a heatth practitioner
licensed by the State in which s/he practices and such retum to work date is
within one-hundred sighty (180) days of the beginning of leave of absence, the
employee shall not, during the period between the beginning of the leave of
absence and the retum-to-work date (a maximum of one-hundred eighty (180}
days), be medically separated.

PROOF OF DISABILITY OR OTHER MEDICAL CONDITION

Proof of the employee's disability is required and is subjet to verification by the
University. When the University requests a second medical opinion as verification of
disability, the University shall pay the costs of the medical examination(s) raquested.

NOTICE OF INTENT TO MEDICALLY SEPARATE

The University shall give the employee a written notice of intent to medically separate.
Such notice shall be provided either by delivery of the notice to the employee in person,
or by placing the notice of intent in the U.S. mail, first class postage paid, in an envelope
addressed to the employee at the employee’s last known home address. Proof of service
shall accompany the nolice of intent: The notice shall:

1. Inform the employee of the action intended, the reason for the action and the
effective date of the action;

2. Inform the empleyee of the right to respond and to whom to respond within ten
(10) calendar days from the date of issuance of such notice of intent, in
accordance with the instructions given by the University in the written notice
provided to the employes. A copy of the notica of intent shall be provided to
UPTE.

EMPLOYEE NOTICE

After review of the employee's timely response, if any, the University shall notify the
employee of any action to be taken. An effective date of separation shail follow the
employee's timely response or, if no response is provided, shall be at least ten {(10)
calendar days from the date of issuance of the nolice of intention to separate, pursuant to
Section G., above.

RE-EMPILOYMENT

1. For a period of one (1) year following the date of a medical separation, a
medically separated former non-probationary career employee may be selected
for a position without the requirernent that the position be publicized. However, if
the former employee is receiving disability benefits from a retirement system to
which the University contributes the period shall be three (3) years from the date
benefits commenced. in order to be eligible for rehire under this Arlicle, the
medically separated employee must provide a medical certification from a
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University-approved medical physician  describing in detail the medically
separated employee's ability to return to work.

2. If a non-probationary career employee separated uncjser this Article is re-employed
within one-hundred eighty (180) calendar days, a break in service does not occur.
If a non-probationary career empioyee is receiving. disability payments from a
retirement system to which the University contribute:s and is re-employed within
three {3) years, a break in service does not occur,

ARTICLE 18
MILITARY LEAVE

GENERAL PROVISIONS

An employee is entilled to Reserve Training Leave for Inaciive Duty, Temporary Military
Leave for Active Duty Training, Extended Military Leave, Emergency National Guard
Leave, and Military Leave for Physical Examinations provicled that the employee gives
advance verbal or written notice of the leave except when such nofice is precluded by
military necessity, impossibility or unreasonableness. In any event, the University may
require verification of an employes's military orders.

ELIGIBILITY FOR PAY AND BENEFITS
1. General Provisions

An employee granied reserve training leave for inacitive duty, temporary military
leave for active-duty training or extended military Ieave is entitied to receive
regular University pay for the first thirty (30) calendar days of such leave in any
one fiscal year, but not to exceed the actual period of service, provided:

a. The employee has at least twelve (12) monlhs of continuous University
service immediately prior to the granting of ;e leave (any prior full-time
military service shall be included in calculiting this University service
requirement); and

b. Such payment for reserve training, temporary and extended military leave
in any combination, in addition to any University payment for military leave
for physical examinations, does not exceed tne pay due for a period of
thirty {30) calendar days in any one (1) fiscal yea:.

2. Part-Time Employee. An eligible part-time empyee shall receive pay in
proportion 1o the average percent of full-time worked during the three completed
monthly pay periods immediately preceding the leave.

3. Ineligible Employee. An employee not eligible for 1-dlitary leave pay may have
such absence charged to accrued vacation or accru:d compensatory time off, or
the military leave may be without pay.

4. Setvice Credit And Benefits. An employee on tempcrary military leave for active-
duty training or extended military leave, who is not on pay status shall receive
length-of-service credit, provided that the employee veturns to University service
at the expiration of the leave in accordance with applicable State and Federal
laws. Such employee shall accrue vacation and sick leave and receive holiday
pay only in accordance with Asticle 42 - Vacation Leisve, Article 36 - Sick Leave,
and Article 10 - Holidays. If on pay status, provided Ihat the employee retums to
University service at the expiration of the leave in accordance with applicable
State and Federal Laws, the employee shall receive regular benefits. Retirement
benefits and service cradit shall be continued in accodance with the provisions of
the applicable retirement systern regulations. Healt ' benefits may be continued
al lhe employee's request and expense for the timz period outlined under the
University's group insurance regulations. .

RESERVE TRAINING LEAVE FOR INACTIVE DUTY
Reserve training leave for inactive duty shall be granted ‘2 any employee who, as a

member of a reserva component of the United States A‘med Forces, must perform
inactive duty such as weekly or monthly meetings or weeken | drills.
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TEMPORARY MILITARY LEAVE FOR ACTIVE-DUTY TRAINING

Temporary military leave for active-duty training shalt be granted to any employee who,
as a member of a reserve component of the United States Armed Forces, is orderad to
full-time active military duty for training for a period rot to exceed one hundred-gighty
{180) days, including time spent traveling to and from such duty.

EXTENDED MILITARY LEAVE

Extended military leave shall be granted to an employee who enlists or is ordered into
active duty in the United States Armed Forces or a reserve comaonent or who is ordered
into active Faderal military duty as a member of the National Guard or Naval Militia. Such
leave shall be granted for active-duty service of any length or for active-duty training
more than one hundred-eighty (180) days.

1. Period Of Leave. An employee shall be granted extended military leave for the
initial period of enlistment, service, or tour of duty for a period not 1o exceed five
(5) years. in addition, leave shall be granted for a period up to six {6) months from
the date of release from duty if the employee requests such extension.

2. Service Credit And Benefits. An employee granted extended military leave shalt
receive a lump-sum payment for earned salary, accrued vacation, and accrued
overtime or compensatory time off. Upon written request, an employee may elect
10 retain accrued vacation on the records for a period not to exceed one hundred-
eighty (180} days. Vacation credits retained on the records in excess of one
hundred-gighty (180) days shaf be paid out at the pay rate in effect at the time of
payment, faking into account any salary increases that may have occurred in the
previous one hundred-eighty (180) day period.

3. Sick leave credit shall be retained on the records.

4. Probationary Employee. An employee who was servine a probationary period at
the time extended military leave became effective shat! he required to complete
the probationary period upon reinstatement.

a. If the probationary employee served in active military service for a period
of more than thity (30} days, sfhe shall not be separated from
employmeént by management action except for cause for six months from
the date of reinstatement.

b. If the probationary employee served in active military service for a period
more than one hundred-eighty (180) days, s/he shall not be separated
from employment by managerment except for cause for one year from the
date of reinstaternent.

EMERGENCY NATIONAL GUARD LEAVE

Military Leave shall be granted to an employee who as a member of the National Guard
is called to active duty during a state of emergency by proclamation of the Governcr of
the State of California. An employee who as a member of the National Guard is called to
active federal military duty at the request of the President of the United States is not
eligible for emergency National Guard leave, but shall be granted extended military leave
as set forth in Section E,

1. Eligibility for Pay. An employee granted military leave for emergency National
Guard duty is entitled to receive regular University pay for a period not to exceed
thirty (30} calendar days in any one fiscal year. An employee is eligible for pay
regardless of the length of University service, and such pay is in addition to any
University payment for reserve training leave, temporary military leave for active-
duty training, extended military leave, and miltary leave for physical
examinations.

2, Banefits. An employee on military leave with pay for emergency National Guard
duty shall receive all benefits related to employment which are granted when an
employee is on pay status. If not on pay status, the employee shall receive
length-of-service credit, provided the employee retumns to University service
immediately after the emergency service is over. Such employee shall accrue
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vacation and sick leave and receive holiday pay in acordance with Article 42 -
Vacation Leave, Article 36 - Sick Leave, and Articie 10 - Holicays.

PHYSICAL EXAMINATION

Military leave with pay shall be granted to an employee in a :cordance with Section B.,
regardiess of length of service, when the employee is require ) 1o take a pre-induction or
pre-enlistment physical examination to fulfill a commitment uider a Selective Service or
comparable law, or during a period of war or comparable natio1al emergency.

1. Tirne off for ather physical examinations in coniection with military service
may be charged to accrued sick leave, accrued vacation leave, or accrued
compensatory time off, or shall be without pay.

2. The University may require verification of an einployee's military orders to
report for a physical examination.

REINSTATEMENT

Following retease from military service, an employee shall ha . such right to retum, and
only such fight, as may be required by State and Federal lz'w 'n effect at the lime the
employse applies for reinsiatement. Upon reinstatement, iin employee shall receive
salary range adjustments applicable to the employee’s position during the military leave
as provided by the Agreement.

ARTICLE 19
MOVING EXPENSES

. POLICY

Payment for moving expenses may be granted by the Uniiarsity when an employee
moves from one University work iocation to another Univeirsity work location at the
University's request, Mo expenses shall be paid to an empioyee if the University
determines that the new work location is within reasonable :ommuting distance of the
pravious location.

EXPENSES TO BE PAID

Expenses approved in advance by the University and support i by invoices and receipts
may be paid for costs incurred for packing, insurance, trans iortation, storage in transil
{not to exceed 30 calendar days), unpacking, and instelistion of the employee's
household effects at a new location. Actual travel expense: for the employee and the
employee's immediate family may be paid by the University', not to exceed air coach
transportation cost and/or the University allawance for individuils for the cost of meals en
route for the employee and the employee's immediate family.

LAWRENCE BERKELEY NATIONAL LABORATORY

" Policies, proceduras, definitions, qualifications, calculations and rates relative to moving
expenses at the Lawrence Berkeley National Laboratory shall be in accordance with
Laboratory policy for other staff employees at the Laboratory.

The terms of this Article are not subject to grievance and amitration provisions of this

Agreament.

ARTICLE 20
MULTIPLE APPQINTMENTS

GENERAL PROVISIONS
Employees with multiple appointments will be covered |r; the provisions of this
Agreemant only for the time in which the employees are waiking in any appointment(s)

which would place her’him in the unit, except that the me worked in per diem
appoiniments is covered only by the provisions listed in Arlicle 27 - Positions.
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BENEFITS/ RETIREMENT

In the event an individual has multiple appointments, the employee shall be sligible to
participate in the bendfits/retirement provided in Asticle 40 — University Health and
Welfare Benefits and/or Article 41 - University Retirement and Savings Plan.

ARTICLE 21
NO STRIKES

During the term of this Agreement or any written extension thereof, the University agrees
that there shali be no lockouts by the University. UPTE, on behalf of its officers, agents,
and members agrees that there shall be no strikes, stoppages or interruptions of wark, or
other concerted activities, including sympathy strikes, which interfere directly or indirectly
with University operations during the life of this Agresment or any written extension
thereof. UPTE, on behalf of its officers, agents, and members, agrees that it shall not in
any way authorize, assist, encourage, participate in, sanction, ratify, condone, or lend
support to any activities in viotation of this Article,

Any employee who violates this Article shall be subject to discipline up to and inctuding
termination of employment, in accordance with Aricle 6 ~ Comective Action, Discipline
and Discharge.

UPTE shall immediately take whatever affirmative action is necessary o prevent and
bring about an end to any concerted activity in violation of this Arficle. Such affirmative
action shall include but not be limited to: sending written notice to the home address of alt
employees engaged in prohibited activity informing them that the concerted activity is in
violation of this Article, that engaging in such activity may lead 1o disciplinary action, and
stating that employees engaged in prohibited activity must cease such activity and
immediately retumn to work.

Naothing herein constitutes a waiver of the University's right fo seck appropriate legal
relisf in the event of a viclation of this Aricle.

ARTICLE 22
NONDISCRIMINATION IN EMPLOYMENT

GENERAL PROVISIONS

Within the limits imposed by law or University policies, the University shall not
discriminate against or harass employees on the basis of race, color, religion, marital
status, national origin, ancestry, sex, sexual orientation, gender identity, physical or
mental disability, medical condition, (cancer-related or genstic characteristics) covered
veterans status as defined by the Vietnam Era Veterans Readjustment Act (VEVRA)),
age, citizenship, or union activity or affiliation. For the purpeses of this Aricle only,
medical cendition means any heaith impairment related to or associated with a diagnosis
of cancer, for which a person has been rehabifitated or cured based on competent
medical evidence.

General discrimination-related issues not related to any indiviiual's specific complaint
may be raised in the labor/management meetings defined in Article 46 - Workplace
Committees, Section A or B.

GRIEVANCES
1. For discrimination complaints to be eiigible for processing under the grievance
procedure:
a. The complaint must be eligible in accordance with Section B.2., 3., or 4.,
below, and
b. The employee or herihis representative must file a grievance at Step 1

within thirty (30} calendar days of the date the employee knew or should
have known of the alleged discrimination.

2. Allegations of a violation of this Article alone are subject fo the Article 8-
Grievance Procedure of this Agreement through Step 2 only.
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3. An alleged violation of this Article and a non-arbltrable» Airticle shall ba subject to
the grievance procedure insofar as the other Article is - Jrievable, although it shall
not be subject to Arbitration,

4. Allegations of a violation of this Article, when made in onnection with a provision
of another Article that is grievable beyond Step 2, shull be eligible for appeal ta
the same degree that the contract provisions to which “ne grievance is connected
is grievable and/for arbltrable .

SEXUAL HARASSMENT COMPLAINT RESOLUTION PROC :DURE

With regard to grievances alleging sexual harassment, an emjloyee who has timely filed
a grievance may elect to substitute the campus/hospitalilabo: alory Sexual Harassment
Complaint Resolution procedure for Step 1 of the Grievandn Procedure. Use of the
Sexual Harassment Comptaint Resolution procedure shall toll the time limits for Step 1 of
the Grievance Procedure only if a grievance has bean timely ‘iled, pursuant to Article 8,
Grievance Procedure, Section F. At any time, an employse, may elect to resume the
regular grievance procedure in place of the alfemate proceduie by written notice to the
University. The University's Step 1 Grievance response will b issued within fifteen (15)
calendsr days after such notice to retum to Step 1 of the! Grievance Procedure is
received by the designated campus/hospitallaboratory official.

ARTICLE 23
OUT-OF-CLASSIFICATION ASSIGNMENT!

TEMPORARY REASSIGNMENT TO POSITIONS WITH A HIGHER SALARY RANGE
MAXIMUM

1. When the University temporarily assigns an employee to perform fully the
functions of a position in a higher classification for at'least fifteen (15) working
days or more:

a. The employee shall be reclassified to the hi ,1her lave! position or be
provided an admlnlstrauve stipend.

br. The employee will be paid at least four percint (4%) over his or her
current pay rate or the minimum of the higher pisition's range, whichever
is higher. If the employes is temporarily rectas iified to a higher position,
the salary of the new position shall not excead the maximum salary of the
higher level position.

c. Such pay will become effective on the sixteen'y day of the assignment
ratroactive to the first day of the assignment.
2. The University shall detemine the duration and end dalu of such assignment.
3 Such temporary assignment and resuiting pay increase, if any, shall not result in

the permanent reclassification of the empioyee.

TEMPORARY REASSIGNMENT TO POSITIONS WITH A LUWER SALARY RANGE
MAXIMUM

1, The University may temporarily reassign amployees > positions with a lower
salary range maximum.

2. An employee who is temporarily assigned to perform thi: duties of a position in a
lower classification shall continue to receive the emploree’s regular rate of pay.
Such temparary assignment shall not be considered a layvoff.

SHIFT CHARGE DIFFERENTIAL

When the University, at its sole discretion, assigns an employe« temporary charge duties
a charge differential of $1.25 per hour shall be paid when an einployee is assigned such
duties for their entire shift. For the purpose of identifying char ,a duties, examples may
include but are not lmited to:
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1. Tracking staff attendance and time.

2. QOverseeing daily raview and spot-check of others’ work, verifying accuracy and
completeness.

3. Preparing staff schedule to pre-established staffing levels, ensuring appropriate
coverage.

4, Providing direction for personnel, prioritizing and facilitating workflow to ensure
timely delivery of services.

5. Serving as a lead resource person tfresolve problems as they occur in the work
unit.

It is understood that these types of duties are not exclusively charge shift duties and may
be assigned in whole or in part to others without the requirement of the differential
payment.

The University's determination of the necessity to assign, or not to assign temporary shift
change assignments is nol subject to the Article 8, Grievance and Article 3, Asbitration
provisions of this contract. Y

ARTICLE 24
PARKING

GENERAL PROVISIONS

1. The University shali provide to employees covered by this Agreement parking and
parking-related services at each campus/hospitalfaboratory 1o the same extent
and under the same conditions as nermally provided for other University staff
employees at the employee's location.

2. It is understood and agreed that parking spaces designated for employees may
from time to time be eliminated or reassigned due to construction, special events,
and/or operational needs of the University,

MEET AND DISCUSS PARKING RATE CHANGES

1. At least forty-five (45) calendar days prior to a campus/hospital's/laboratory's
implamentation of new or changed parking fees to be charged to smployees of
this unit, the University shall inform UPTE of its intent to establish or change
parking charges.

2. UPTE shall have fifteen (15) calendar days from receipt of the University's notice
to request that the University meet with UPTE to discuss the changes.

3. Upon receipt of a timely written request from UPTE, the campusihospital/
laboratory shall schedule @ mesting to discuss with UPTE the new or changed
parking charges. Such meeting shall occur within fifteen (15) calendar days
following UPTE's request to meet. Continuation of discussions beyond the
implementation date specified in the notice to UPTE shall not preclude the
University from implementing the new charges on the dite specified in the notice
to UPTE.

LOCAL PARKING MEETINGS

Local Labor/Managemen! Meetings may be scheduled upon request to addrass
alternative transportation and incentives.

GRIEVANCES

UPTE may grieve the implementation of the parking fee without forty-five (45) calendar
days’ nolice, with the remedy being limited to the reimbursement to affected employaes
covered by this Agreement of the difference between the new fee and the old fee for the
nunber of days the notice provided was less than forty-five (45) calendar days.
Otherwisg, the astablishment and implementation of new or changed parking services or
charges are at lhe sole, non-grievable, non-arbitrable discretion of the University.
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PARKING ENFORCEMENT AT LENL

LBNL Parking Policy, RPM 1.04, including the referenced fiarking Enforcoment System
for LBNL Employees and Non-Employees Eiigible for Purking Privileges, describes
penalties for parking violations as "discipiing” or “disciplinary action.” For the purposes of
this policy only, the term "discipline” or "disciplinary action® \or parking violations means
parking sanctions (e.g., suspension or revocation of parkiry privileges) and/or vehicie
immobilization as described in the policy. Disciplinary or .corrective action up to and
including dismissal as specified in Article 6, Comective Actici, Discipline and Discharge,
shall not be imposed for parking violations in and of Memsewes This does not prevent
the Laboratory from disciplining an employee whose violati:n of this policy rises to the
level of misconduct under the terms of Article 6, Come five Action, Discipline and
Dischargs.

Records of parking violations and any related parking santions that may be imposed
shall not be included in the employee's personnel file. However, copies of disciplinary
actions for violations of this policy that rise to the level of mis;onduct will be placed in the
employee's parsonnel file as in the case of any other disciplir-ary action.

ARTICLE 25
PERFORMANCE EVALUATION

EVALUATION

1. Performance Evaluation is a construclive procizss to acknowledge the
performanca of an employee, An employees eviluation shall be sufficiently
specific to inform and guide the employee in the pe\ formance of hisher duties.
The evaluation of each smployee shall be based ci1 the individual employee's
performance and not on financial considerations.

2. The University will, sixty (60) calendar days pnu to implementing a new
performance tool, provide a copy of the proposec tool to UPTE. Foliowing
requast by UPTE, the University wilt meet with UPTE "o discuss the new tool,

3. Performance evaluation is not in and of itself a discip! rary procedure.

4, An HX Unit amployee wha receives an overall "needls improvernent” rating shall
have been informed of any deficiencies, including ir.formation about how to
correct said deficiencies prior to recaiving such overal! evaluation.

5. The performance of each employee will be evaliated at least annually, in
accordance with a process established by the Univirsity. In the event a non-
probationary career empioyee does not receive ‘he written evaluation, the
employas may take the following action:

a. Within fifteen (15) calendar days of the date' the written evaluation was
due but not received, the employee shall male a writien request for the
evaluation to the empioyee’s immediate supervisor. When an employee
makes such a raquest an evalyation shall be sompleted within fifteen (15)
calendar days of the request, unless the partie s mutually agree otherwise.

b. In the event a non-probationary career em; )onee does not receive a
written evaluation and fails to request that :in evaluation be completed
within the Tequired period of time, the employize’s overall evaluation shall
be “meats expectations.”

EMPLOYEE RESPONSE TO AN EVALUATION

After receiving a University performance evaluation, an emjiovee may write comments
pertaining to her/his evaluation or add relevant materials, wiich may supplement or
enhance the evaluation. When the University receives isuch wiritten comments or
materials from the employee, they shall be attached to the efformance avaluation and
placed in the employee's personnel file in which performance iavaluations are maintained.
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C. GRIEVABILITY

1.

A non-probationary career employee who receives a written performance
evaluation with an overal! rating of less than satisfactory may file a grievance
pursuant to the pravisions of Arlicle 8 ~ Grievance Procedure of this Agreement.
Such grisvance conceming the contents of the performe 1ce evaluation rating the
employee as jess than satisfactory shall be efigible to be processed through Steps
1 and 2 of the Grievance Progedure but shall not be eligible for raview at Step 3 of
the Grievance Procedure. The remedy for such a grievance shall be limited to
revisian of the section(s) being grieved and revision of the rating(s) in question.

Disputes arising regarding the performance evaluation of employees, including
but not limited to, the form, timing, procedure, impact and effects, shall not be
subject to Article § - Grievance Procedure or Article 3 - Arbitration Procedure of
this Agreement, with the exception of Section C.1., above,

ARTICLE 26
PERSONNEL FILES

A. GENERAL PROVISIONS

1.

Location Of Personnel Files

Personnel files may be located in an employee’s emplaying depariment and/or
the campus/hospital/laboratery Human Resources Department,

Information in the Files

a. An employee's personnel file(s) contain information pertaining, but not
limited, to: employment, such as the application for employment, tests,
and letters or statements of reference; pay and benefits; training; conduct;
education, honors and awards; duties and job classification; performance;
discipline, release, and dismissal actions; attendance; and other relevant
or necessary information specified by the University.

b. Copies of latters of disciplinary action, along with copies of proofs of
service that accompany the lettars, upon being provided 1o an employee,
shall be placed in the employee’s personnel file(s). The employee's written
comments, if any, regarding such letters shall be placed in her/his
personnal file(s). Such comments shall not require the University g
change or alter the letters or the actions indicated by the letters.

<. Letters of disciplinary action shall, upon written request of the employee,
be removed from the employee’'s personnel file(s) if there have been no
other disciplinary actions of the same or of a similar kind for a period not to
exceed two (2) years. Malerials which would be removed upon an
employea's request which are more than two (2) vears old will not be used
or relied upon to take or support disciplinary action. The employee shall
receive the written request and the dogument(s) back,

d, Upon the employee's written request, counseling memoranda andfor
written records of discussions will be removed from the employee's
personnel file if there have been no other such memoranda relating to, or
disciplinary action on, the same or simiiar issue(s) for a two-year period
not to exceed two (2) years. Counseling memoranda and/or written
records of discussion, in and of themselves, are not discipline nor are they
grievable/arbitrable.

. Items placed in an employee's personnel file shall contain the date of the
document's creation and its source.
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EMPLOYEE AND/OR REPRESENTATIVE REVIEW OF PEISONNEL FILE(S)

An employee shall upon advanced notice have the opoortunity to review her/his
personnel file{s), as described in Section A., above, withn a reasonable time in the
presence of a representative of the University.

1. An individual of the employee's choice may accompany the employee when the
employee is reviewing her/his personnel file(s).

2. Altematively, an individual employee may authorize aiesignated representative to
raview the employee's personnel file(s) on the empiyee’s behalf. Such written
authorization shall be vaiid for a period of thirty (30) czlendar days from the date of
the signature of the authorization or within a writter time limit specified by the
employee.

3. When the employee has chesen a member of the HX bisrgaining unit to assist in the
review of the file(s). that person's release time shal' be in accordance with the
provisions of this Agreement.

4. An employee shall be granted a reasonable amourl of time in without-loss—of-
straight-time pay status to review his/her personnel “ile(s) within the operational
neegds of the department.

PROTECTED INFORMATION

Records protected by recognized legal privilege and records excepted from disclosure by
law may be withheld from the employee and/or the employee! s representative.

GRIEVANCE-RELATED FILES

Records involving the processing of an employee's grievérice, such as the grievance
form, step appeals/responses, and settlement dacuments, il be kept in a fila separate
from the employees’ personnel file. It is not the intent of this section to exclude from the
employee’s persannel file final disciplinary action documents, including those that result
from a settlement agreement.

DUPLICATION COSTS

Employees shall receive, without cost, a first copy of documtnt.:. or extracts thereof, that
are located in her/his personnel file. However, employees m.iy be charged the same fees
as are customarily charged other staff employees for additiunal copies of documents in
the employee's parsonne file.

ARTICLE 27
POSITIONS
CAREER POSITIONS
1. Career positions are positions established at a fixe:d or variable percentage of

time at fifty percent (50%) or mare of full-tme, which-are expected to continue for
one {1} year or longer.

2. In addition, beginning on January 1, 2001 a cireer appointment may be
established by conversion from a limited appointmer pursuant to Section B.2, of
this Article.

LIMITED APPOINTMENTS

1. A limited appointment is established at any percentzije of time, fixed or variable,

during which the appointee is expected lo be on pay status for less than one
thousand (1,000} hours in a rolling twelve {12)-menth period.

2. In the event that a limited appaintment employes a:ains one thousand {1, 000}
hours of qualifying service within a rolling 12-mont " period, without a break in
service of at least one-hundred twenty (120) soniecutive calendar days, the

incumbent’s appointment shall convert 1o career, Tlie University shall notify the
employee of conversion,
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a. Qualifying service includes all time on pay status in one or more limited
appointments at the campus/hospital/laboratory. Pay status shail not
include on-call or overtime hours.

b, Such career conversion shall be effective on the first day of the month
following attainment of one-thousand (1800) hours of qualifying service.

c. Any break in service of one-hundred twenty {120} days or longer shalt
result in a new 12-month period for purposes of calculating the 1000-hour
raquirement.

Employees in limited appointments may have their appointment terminated or
have their time reduced at the sole discretion of the University and without
recourse to the grievance and arbitration procedures of this Agreement. An
employee who is appointed 1o a limited appointment is automnatically terminated
as of the tast day of the appointment unless there is an earlier separation or a
formal extension of the appaintment.

C. PARTIAL-YEAR POSITIONS

1.

General Provisions

Partial-year positions are career positions established with regularly scheduled
periods during which the incumbents remain employees but are not at work.
These scheduled periods during which employees are r 1t at work are designated
as furloughs and are without pay. Furlough periods are not to exceed a total of
three (3) months in each calendar year. Parlial-year career poesitions may be
established as nine-, ten- or eleven-month appoiniments.

a. When calculating time in pay slatus during a calendar year the University
shall include any period of time for which an employee receives pay for
time worked, including compensatory time off, or for time on paid leave.
Paid leave time includes sick leave, extended sick leave, vacations,
holidays, or military leave with pay. The one-month’s pay for extended
military leave lump-sum payments for terminal vacation do not represent
time on pay status.

b. Whenever it appears that an employee will be unable to achieve nine (9)
months on pay status in a calendar year, the University may assign the
employee to perform additional work according to classification and skills
in an attempt to achieve nine (8) months on pay status, Once an
employee has reached her/his appeintment rate, additional scheduling will
oceur in accordance with the needs of the University and the qualifications
of the employees.

Distribution of Salary over the Year

Employees with partial-year career appointments may choose either to receive
paychecks during pay periods worked onby, or to distribute their pay sa that they
will receive twelve (12), or the biweekly equivalent, paychecks throughout the
year. Employees who occupy partial-year career positions and who elect the pay
over twelve (12) months option must occupy the partial-year career position at
least nine (9) months or the biweekly equivalent before receiving pay during the
furiough period.

Benefits

a. An employee in a designated partial-year career position shall be provided
the University's contribution to the cost of University-sponsored life,
medical, vision, dental, and disability while sthe is on fudough for a
maximum of three (3) months in a calendar year where the employee's
earnings are insufficient to otherwise generate the University's
contribution. For medical plans, which require an employee contribution,
employees on furlough must remit to the University the amount of the
employee's contributions for the plan o remain in force.



b. Time on furlough is not qualifying time for servi:e computation for seniority
or for vacation leave, sick leave, or holiday pay when furloughed absences
exceed twenty (20} days in a month.

4. Reassignment

The reassignment of an employee in a full-time caresr position to a partial-year
position or to a part-time position at a fixed or variable percentage of time shalt be
considered a reduction in time and must be carried nut in accordance with the
provisions of Article 13, Layoff and Reduction in Time.

PER DIEM POSITIONS
1. Definition

a. This Article sets forth the terms and condition! of Per Diem employment.
Requirements for maintaining Per Diem Empiy2e status are established
by the University, and may vary at each localicn. Per Diem Employees
are those employed in University title codes as listed in Appendix A-1, A-2,
and A-3, Per Diem Employees are neither car et nor fimited appomtment
emplayees. Standards of the University's poisition descriptions must be
met as follows:

i. Per Diem Employee work assignrmen’s add to or substitute for
caregr and limited appainiment empl.yees on a pre-scheduled
basis or as needed on a day-to-day bisis, as determined by the
University. Per Diem Employees riay be scheduted or not
scheduled, or called off from a pre-established schedule.
Additionally, a Per Diem Employes's eﬁgibi!ity for scheduling may
be discontinued at any time at the sole discretion of the University
and without recourse to the grievance aid arbitration procedures of
this Agreement, except as set forth in S ction D.3. of this Article.

ti. Per Diem Employees are not eligible fur benefits under Article 40,
University Health and Welfare Benefits: Night rates for Per Diem
employees may include shift differentia’. Per Diem Employees are
not eligible for paid time off such as va:ation, sick leave, holidays,
leaves of absence, or educational leav. At the mutual agreement
of the University and the Per Diemn Einjloyee, herfhis Per Diem
Empioyee status may be femporarily: held in abeyance. The
University will not unreasonably den: a Per Diem Employee's
request that herfhis status be held ir. abeyance for family care
purposes.

2. Coverage

Per Diern Employees are coverad by the following diticles of this Agreement:
Article 2 - Access, the related portion of Article 5 - Conlpensatlon Article 7 - Duas
Dedugction, Article 9 - Health and Safety, Article 11 - Hnurs of Work section B.5.c.,

Article 12 - Job Pasting, Article 16 - Management R1c|.|ts Article 21 - No Strikes,
Arlicle 22 - Nondiscrimination in Employment, Articlo 24 - Parking, Article 26 -
Personnel Files, Article 27 - Positions, Article 30 - R :asonable Accommodation,
Article 32 - Release Time for Bargaining, Article 34 - Severability, Article 43 -
Waiver, Article 44 - Work Rules, Articie 47 - Duration. Per Diem Employees may
use the grievance and arbitration procedures of this £greement only with respect
to alleged violations of those Aricles that cover thim, excepl as set forth in
Section D.3. of this Article.

3. Special Per Diem Rights

Effective January 1, 2002 and as amended March 30, 2007, Per Diem employees
who work one-thousand {1,000 hours) (seven hu dred-fifty (750} hours for
Student Health Center Per Diem employees) exclusive of overtime and on-call
hours, within the following twelve-month (12 month} [rertod, and who provide the
University with a commitment to work in the future it least fifty percent (50%)
time, will be eligible for coverage by Article 6 — Correztive Action, Discipline and
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Discharge and the refated portions of Article 3 — Arbitration Procedure and Article
8 — Grievance Procedure.

a. Failure to comply with the minimum scheduling requirements may result in
release from employment at any time at the sofe discretion of the
University and withaut access to Article 8 - Grievance Procedure.

b. In the event a Per Diem employee rescinds hor/his fifty percent (50%}
work commitment, or fails to work fifty percent {50%) time or one-thousand
{1000) {seven hundred-fity (750) hours for Student Health Center Per
Diem employees) hours as scheduled within a twelve {(12) month period,
sfthe walves herhis right to Ardicles 3 — Arbitrattion Procedure, & -
Corrective Action, Discipline and Discharge, and 8 —Grievance Procedure.

Overtime

Qvertime will be paid at the time and one-half (1-¥2X) overtime rate in accordance
with campus practices.

Reporting
a. Requirements

Where required, the Per Diem Empioyee shalt call in to verify ihe
availability of work prior to reporting for work. Where the Per Diem
Employee is not required to call in to verify the availability of work, the
campusthospital/laboratory shall notify the Per Diem Employee of the
unavailability of work in advance of her/his scheduled report time by
telephoning the Per Diem Employee at the Par Diem Employee's last
known telephone number. |t shall be the resporsibility of the Per Diem
Employee to inform the University of any change of telephone number,

b. Reporting Pay/Work

A Per Diem Employee who reports for work as scheduled without
feceiving prior notice that herfhis assignment is not available, shall
perform any work to which sthe may be aiternately assigned by the
University for the duration of the assignment. If no alternate work is
available, the Per Diem Employee shall be paid two (2) hours pay in liew of
waork. In the event that the University has made reasonable attempts to
notify the Per Diem Employee of the unavailability of work, or where the
Per Diem Employee has not called in to verify the availability of work when
required to do so, work or pay need not be provided.

Premium Pay for Work on Specified Holidays

A Per Diem Employee who works on Christmas Day shali be paid at the rate of
time and one-half {1-}2X) the regular rate of pay for the hours actually worked.

Worker's Compensation

A Per Diem Employee who is injured on the job may apply for Workers'
Compensation.

Professionat Development

a. Per Diems are encouraged %o pursue professional development and
education in relation to their career in health care.

b. Per diems shall be reimbursed for the costs of educationat programs that
are required and approved by the university. Time spent in such
educational programs shall be considered time worked.

c. A per diem shall pay the same fees as other health care professionals at
his/her campus/hospital/laboratory for continuing education in health care
professional courses sponsored by the University/Medical Center
departments at his/ her location.
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9. Service Credit On Hire Into Career Status Position

Per diem HX Unit employees who have worked at le-ast sixty (60) shifts in the six
(6} months immediately prior to being hired into a caizer position in the same area
will have three (3) months credit applied agaipst the continuous service
requirement for completion of the probationary pt=nod Further evaluations
conducted during per diem status, or other informistion obtained by University
management, may serve in dieu of the three (3] month probationary period
evaluation.

REHIRED RETIREES

Rehired Retireas warking In positions coverad by this unit wm be eligible to slect to waive
fulure retirement accruals to the same extent that other rehir i:d retirees in staff positions
are eligible.

LAWRENCE BERKELEY NATIONAL LABORATORY

The definitions of temporary and indeterminate positions in e ffect at PERB's certification
of UPTE-CWA Local 9119, on September 15, 1999, shall rernain in effect.

ARTICLE 28
PROBATIONARY PERIOD

GENERAL CONDITIONS

1.  Employees in career appointments in the unit shall serve a probationary period
during which time their work performance and geniral suitability for University
employment will be evaluated. The probationary perind Is completed following six
(6} months of continuous service at one-half {14} tim or more without a break in
service. Time on leave with or without pay is nct qualifying service for the
completion of the probationary period.

2. Employees who are rehired following a break in senice of cne year or less shall
not be required to serve a new probationary period, privided:

a. Rehire occurs in the same class and specialty wvithin the same department,
and

b. The rehired employee had regular status in that class at the time of
termination.

Otherwise, rehired employees serve a probationary period.
CREDIT FOR TIME SERVED IN LIMITED APPOINTMENTS

1. An employee whose appointment is converted from a limited appointment fo a
career appointment under the provisions of Article 27 Section B.2., who has
worked in the same appointment into which s/he is directly converted to career
status, will have such time in that appointment appl'sd against the probationary
period. For the purposes of this provision, “sam: appointmenl” means an
appointment in the same department/unit with the san:e duties as the appointment
to which the individual was assigned prior to conversion and raports to the same
suparvisor as s/he did in & limited appointment.

2. A non-career employee in a limited appointment who l:as at [sast six {6) months of
continuous service at 50% lime or more in a non-career appointment and who is
appointed or is converted in accordance with Article ::7 — Positions/Appointments,
Section B.2. to a career position with substantially uimar job duties shali have
three {3) months service credit toward completion of t arfhis probationary period in
the new career position,

EVALUATION DURING PROBATIONARY PERIOD

The University shalt conduct one written performance evalLation prior to the completion
of a full probationary period.
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EXTENSION OF THE PROBATIONARY PERIOD

Under appropriate circumstances, e.g., change of supervision or transfer to a different
job during the probationary period, the probationary period may be extended at the
discretion of the department head. Such an extension shall L. for a specific period of
time, but not for more than three (3} months.

RELEASE DURING PROBATIONARY PERIOD
Priar to the completion of the probationary period, an employee may be released at the

sole discretion of the University and without recourse to the grievance and arbitration
proceduraes of this Agreemant.

ARTICLE 29
PROFESSIONAL DEVELOPMENT AND EDUCATIONAL LEAVE
GENERAL CONDITIONS
1. Employees are ancouraged to pursue professional development and education in

relation to their career in heatth care.

2. Employees shalt be reimbursed for the costs of educational programs required
and approved by the University. Time spent in such educational programs shall
be considered time worked.

3. Employees attending University courses or seminars shall be eligible for fee
reductions applicable to other employees at their campus/hospitalfiaboratory.
Employees attending University courses or seminars shail not ba eligible for the
sarvices or facilities or counseling centers, gymnasia, or student health services
incidental to such reduced-fee registration.

4. Nothing in this Aricle shall prevent the University from granting additional
professional development and/or educational opportunities.

RELEASE TIME AND SCHEDULING

1. An employee wha has complated her/his probationary period, who wishes to
participate in a professional development and educational leave program and who
meets the qualifications listed below, shall request advance approval in
accordance with departmental procedures. Such requests shall only be denied
based on operational considerations.

2. Professional Development and Educational Leave:
a. May not be accumulated.

b. Must be scheduled according to staffing req.irements; however, the
University shall make reasonable efforts to accomrnodate requests.

< When used for Continuing Education Units, must be used 1o take avaitable
UC-sponsored courses, howaver, the University will make reasonabla
efforts 1o accommodate requests for non-UC sponsored courses,

d. Must be documented with proof of participation.

a. May be usad to participate in hospital-sponsored in-service training, which
is not required by the University.

3. Forty (40) hours paid professional development and educational leave relating to
the employee’s health care career will be provided to full-time employees per
contract year,

a. A contract year is normally defined as July 1 ~ June 30. If a contract
begins after July 1, a proportionate number of profassional developmaent
and educational leave hours will be provided based on the actual duration
of the contract.



b. In addition, a part-ime career employee'’s yearly entitlement shall be
prorated based on her/his appointment rate.

c. Up toomretve {12) hours of the forty (40) hour -maximum of paid leave may
be utilized for appropriate home study/ internel. courses. Time usad under
this saction shall not be accrued or paid s premium overtime, The
University will consider requests for use of mcre than 12 hours for use for
home study/intermet courses cn a case by cas ! basis.

d Career employees and Special Per Diem employees {as defined in Article
27 - Positions, section D.3.) at UC Berkele, UC Riverside, UC Santa
Cruz and UC Santa Barbara Student Heal}h Centers may use up to
sixteen {16) hours of the forty {40) hour malkimum of paid leave during
non-scheduled time. Part-time employses &l these locations may use
prorated time pursuant to Section B.3.b. atiove. Time used under this
section shall not be accrued or paid as premium overtime.

Empioyees who are scheduled to take the examlnatln in which would grant a state
and/or nationally recognized certification, and who mqueat the examination day
off in accordance with the unit's scheduling procedures, shall be assigned paid
professional development and educational leave for the day on which the
examination is taken,

An employee, assigned lo the evening or night stiift, who is scheduled for a
continuing education course or a certification examir ation, shall be scheduled off
from the evening or night shift immediately precedir.g or following the course or
examination when:

a. The unit scheduling policies have been foliow:; and
b. The course is sight {8) hours duration outside scheduled work time; or
c. The examination is conducted by a stalz or nationally recognized

professional organization.

C. EQUIPMENT TRAINING

1.

In the event that the University introduces new aquipment at any teaching
campus/hospitalflaboratory which materially affects u'j::rk performed by an HX Unit
employee subject to this Agreement, the Univer.ty shall provide adequate
training on new equipment and/or methods of practica. Such training shall not be
deducted from the forty (40} hour annual maximum ir, Section B.3 of this article.

In the event the University introduces new ejuipment at any leaching
campus/hospitalfiaboratory that is not required fci an individual's immediate
position, the University may offer cross-training witliin a departrment/sub-unit on
the new equipment to employess who have made i request to their supervisor.
This provision is only grievable through Step 2 of the grievance process.

ARTICLE 30
REASONABLE ACCOMMODATION

A GENERAL PROVISIONS

The University provides reasonable accommodation to clherwise qualified employees
who are disabled or who become disabled and need assist| ince- to parform the essential
functions of their positions, as required by federal and stale; law. The interactive process
shall be used to determine what, if any, reasonable aci:ommodation will be made.
Reasonable accommodations shafl be provided in the following, non-exclusive,
$Cenarios:

1.

When an employee with a disability needs an ziccommodation to enable him
or her to perform the essential functions of the | osition;

When an employee with a disability needs an e:ccommodation to enable him
or her to gain access to his or her workstation; .ind
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3. When an employee with a disability needs an accommodation to enjoy equal
benefits and privileges of employment.

B. THE INTERACTIVE PROCESS

1. Upan receipt of an emplayee’s request for an accommodation, the parties will
engage in the interactive process, which is an ongoing dialogue between the
employee and appropriate representatives of the University about possible
options for reasonably accommadating the employee’s disability. Options may
include, but are not limited to: assistive devices; modification of existing facilities;
and restructuring the job. Both the University and the employee are expected 1o
participate in the interactive process, so as to ensure timely, good faith
communications and a reasonable accommodation, if any, for the employee with
a disability. The employee may have his or her representative participate in this
dialogue.

During the interactive process the University considers infarmation related to: the
essential functions of the job; functionai limitations; possible accommodations; the
raascnableness of possible accommodations; and implementation of a reasonable
accommodation. This information will be used by the Universily to determine
what, if any, reasonable accommodation will be made.

2 a. The University will process requests for reasonable accommedation
and provide accommodations where reasonable and appropriate and
in as short a time frame as reasonably possible. The parties recognize,
however, that the time necessary to process a request will depend on
the nature of the accommodation requested and whether it is
necessary to obtain supporting information.

b. Should an employee wish to receive an update as to the status of
histher request, he/she may contact the assigned University
representative. The Universily representative will respond to the
empioyee’s request for updated information in a timely manner.

C. MEDICAL DOCUMENTATION

The employee is rasponsibie for providing medical documentatiun from a licensed health
care provider, specifying the employee’'s functional limitations as they pertain o the job
and without providing diagnostic information. This documentation may also include the
licensed health care providers suggestions about potential accommodations. When
necessary, the University may require that the employee be examined by a University
appointed licensed health care provider. In such a case, the University shall pay the costs
of any medical examinations requested or required by the University.

The University will maintain the confidentiality of all medical information pursuant to
applicable state and federal laws.

D. NON-RETALIATION

No employee may be retaliated against because of a previous or pending request for a
reasonable accommodation, whether ar not the accommodation was or will be provided.

E. SPECIAL SELECTION FOR OTHER POSITIONS

An employee who becomes disabled may be selected for a position without the
requirement that the position be publicized.

F. REASSIGNMENT

When other accemmodations are not effective in allowing the employee to perform the
essential functions of his or her position reassignment to an active, vacant position for
which the employee is quaiified with or without accommodations, may be required. The
employee with the disability will have a choice to accept or reject the reassignment. The
University will attempt to accommodate the employee’s request by reassigning him or her
to a position within his or her same department.
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DENIAL OF REASONABLE ACCOMMODATION

If the University determines that it cannot reasonably accorr.rno ‘ate an employee, it must
give the reason(s) for its decision in writing to the employee who requested the
accommodation within five (5) days of denying the request.

ARTICLE 31
RECLASSIFICATION REVIEW

An employee may request a review of the classification of their position. The review shall
be based on the employee's job description, as approved Ly their supervisor. Requests
for reclagsification shall be processed by the Univeisity office responsible for
reclassification review.

if ihe employee makes the request for review of a classifica’ion and the supervisor fails to
respond within 30 calendar days, the employee may forward the request lo tha
designated University office responsible for classification reiew.

The salary adjustment, resulting from a reclassification, if £.ny, shall be retroactive to the
first day of the month following the date on which the reque it to the designated University
office was received.

The University's decision to reclassify or not to reclassif is not subject to either the
grievance of arbitration procedures.

An employee may request a review of a decision denying z; reclassification. The request
for a review shall be made in wiiting to the Human Resou ces Offica within 30 calendar
days of the date on which the reclassification decision w.is issued. The request shall
state the basis upon which the employee is requesting a re.isew. The result of the review
shall be issued in writing by a representative of the Human Resources Office. The
representative who issues the second decision may not be the same individual who
performed thae initial review.

ARTICLE 32
RELEASE TIME FOR BARGAININGI

UPTE shall designate as a bargaining team member nat miore than one (1) active status
University HX-Unit employee per medical center, (for a to'al of five (5)) and one from a
carnpus student health center, for a total of six (6} bargalnlr\g team members from the HX
Unit. UPTE shall provide in writing the names of the desn: nated parmanent members of
its bargaining team to the Office of Labor Relations at least! 'h|rty (30) catendar days prior
to the first scheduled bargaining session. In the event an,  designated member is to be
permanently replaced, the name of the parmanent rap[acer,went shall be communicatad in
writing to the Office of Labar Relations. The Office of Labcy Relations shall acknowledge
in writing the newly designated permanent replacement, a1d inform the apprapriate work
location.  Such notification of a permanent replacement £hall be made to the Office of
Labor Relations two (2) workweeks prior to the first scher. led bargaining session to be
attended by the replacement employee. Designated team - ‘nembers who are members of
the bargaining unit may be released from their work assmr;nents without loss of straight-
time pay to attend scheduled bargaining sessions, Alternal s or substitutes for any of the
designated team members may be permitted when UPTi: has provided the University
with the name and work location of the raptacement at lea: 'k two (2) weeks in advance of
the date of the change, uniess the parties agree to a shorte - notice period.

No more than a total of six HX-Unit employees shall bein without-loss-of-straight-time
pay and benefits status for attendance at scheduled baijaining sessions for the unit,
including reasonable travel ime to attend bargaining sessions. Without-loss-of-straight-
time-pay status shall be provided only for bargaining se ;ssions. and only for the days
which the member would have bgen scheduled o wori had the member not been
released from hisfher work assignments to attend schedn.had bargaining sessions. The
hours for which any of the designated union bargaining H“am members are in without-
loss-of-straight-time-pay status shall not exceed the bartldlnlng team member's actual
scheduted work hours for any one day of a scheduled baigaining session and shall not
axceed forty (40) hours per week. Time in withoutfoss of-siraight-time status for the
purpose of bargaining shall not count in the calculation of over.me, and will not resuit in
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any double payment for the: hours in such status. Deviation from thig. paragraph may be
made only by mutual agreement of the parties on a case-by-case basis.

Bargaining sessions are defined as the pre-scheduled face-to-face meetings, and related
caucuses during meeting days, for the purpose of negotiating terms and conditions of an
Agreement. If na meeting actually takes place during the scheduled meeting day as the
result of the University's unavailability to appear at the bargaining table, or the University
agrees that a full-day union bargaining team caucus is necessary to the bargaining
process, the University may designale a day without a face-lo-face meeting as a
"bargaining session”.

PRE-BARGAINING RELEASE TIME FOR PREPARATION - SUCCESSOR
NEGOTIATIONS

UPTE may request up to three {3) days of paid release time and two (2} days of unpaid
release time for up to six (6} HX-unit empioyees (no more than one (1} per
campus/medical center or campus student health center} for purposes of preparation for
successar bargaining.

The three (3) days of paid release time referenced above are contingent upon the
University receiving a complete set of proposals on the first day of bargaining, as
distinguished from the initial set of proposals accompanying UPTE's notice to the
University of its intent to hegotiate a successor agreement. If the Union fails to present a
complete set of individual proposals on the first day of bargaining for each proposed open
article, the three (3) days of paid release time will convert to unpaid release time.

An employee designated as an HX-Unit bargaining team member shall provide hisiher
supervisor with written notice of their intent to attend scheduled hargaining sessions as
soon as practicable following the scheduling of bargaining sessions. A bargaining team
representative may be denied release time for bargaining, either in paid or unpaid status,
if his/her supervisar is not provided at least fourtean (14) calendar days prior notice of
his/her need for release time, unless the parties agree to a shorter notice period.

UPTE shall pravide an attendance roster at the end of each bar:.aining session,

Reasonable travel time means actual travel, via the most expeditious method of
fransportation available, to and from scheduled bargaining sessions for the designated
employees.

Attendance by a bargaining team member at scheduled bargaining sessions shall
constitute fulfiiment of the employee’s work obligation for that day.

The University shall make a good faith effort to modify a bargaining team member's work
scheduls in order to accommadate his/her participation in bargaining sessions. This good
faith effort includes making an effort 1o prevent a basgaining team member, who regularly
works other than a Monday - Friday schedule, from being scheduled to work and bargain
more than his/her standard number of days per week.

ARTICLE 33
RESIGNATION/JOB ABANDONMENT
RESIGNATION
1. Employees who voluntarily separate from employment with the University, other
than retirement, are considered to have resigned thsir employment with the
University.
2. Upon the employee's submission of a written notice of resignation there shall be

no withdrawal or rescinding of the resignation except by the written mutual
agreement of the Univarsity and the employee.

3. In the event an employee provides an oral nofice of resignatian, sfhe may rescind
such natice within two (2) scheduted work days following the cral notice. If such
oral notice is nat rescinded within the two (2) work-day limit, there shall be no
withdrawal or rescission of herhis resignation except by the written mutual
agreement of the University and the employee.
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4. Final Paycheck

a. With the exception of retirement, the final paricheck (including eamings to
date, overtime, compensatory time and vacition hours) shall be paid to
the employee in a timely manner, normally, within seventy-two (72) hours.
If the employee gave seventy-two {72) hoirs or more notice, the final
paycheck will be provided on the last day of work. Retirement
compensation shall be provided pursuant to nitirement plan regulations.

b. When an employee does not give seven-two (72) hours notice of
intention to resign, the University shall make.the final paycheck available
within seventy-two (72) hours. Upon the e'nployee’s request, the final
paycheck may be mailed fo an address d:signated by the employee.
Otherwise, it will be mailed to the employee’i last known mailing address
on file. if the date of pay falls on a Saturday, iunday, or weekday holiday,
actual payment may be on the next business'¢ay. Monday through Friday
will be considered business days at all locaticis including Medical Centers
and other 24-hour/7-day operations.

B. JOB ABANDONMENT

Failure to report to work as scheduled for five {5) consecuti 2 »-ork days may be treated
by the University as abandonment of, and resignation frorii, the employee’s University
position.

1. In the case of job abandonment/resignation, the BJnnrerssty shall provide the
employee with writien notification of its intant to Sepcl ate herhim. This notification
shall include the reasons for tha separation, the emp yee's right to respond to the
University within fourteen (14} calendar days, ar:d a Proof of Service. The
notification shall be sent to the employee’s last know ' mailing address.

2. The employee shall have fourteen (14) calendar diys from the mailing of such
notice to respond to the University prior to herihis separation. The response may,
at the option of the employee, be in writing or may bd a2 meeting with a designated
University official. The official must have the autho: |ty to effectively recommend
reinstatement of the employee.

3. Following the employee's timely response or failuri to respond within fourteen
(14) calendar days the University official shall issue z) final decision.

4. The University's final decision is not subject to the: grievance and/or arbitration
provisions of this agreement.

C. The University shall notify the employee in writing at the e nployee’s last known mailing
address of all actions taken under the provisions of the Artic'a.

ARTICLE 34
SEVERABILITY

If any provision of this Agreement is found to be contrary to liw by a court of competent
jurisdiction, such provision shall be of no farce or effect; but the remainder of this Agreement
shall continue in full force and effect. The parties shall meet ¢nd confer in good faith with

respact to any provision found to be in contravention of the law in rder to agree on a subsfitute
provision.

ARTICLE 35
SHIFT DIFFERENTIAL
A GENERAL PROVISIONS
Eligible employees assigned to an evening or night shift sliall be paid a shift differential
for all howrs including overtime which are worked, in a:cowance with the following

provisions. Shift differential rates by location are listed in Appendix A. Work that is
scheduled during the avening or night hours on the basis of zonvenience to the employee
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shall not be considered an assigned evening or night shift for the purpose of receiving
shift differential.

Exempt employees, while generally not eligible for shift differential payments, may be
eligible for payments as identified in Appendix A.

EVENING AND NIGHT SHIFTS

An evening or night shift differential shall be paid for all hours of a shift when four hours
or more of a shift are worked after 5:00 p.m. and before 8:00 a.m.

DAY SHIFT EMPLOYEE ELIGIBILITY FOR SHIFT DIFFERENTIALS

An employee regularly assigned to a day shift of eight hours or longer shall be paid a shift
differential for overtime hours when:

1. The overtime haurs are worked after 5:00 p.m. and before 8:00 a.m.,
2. The total overtime hours in one 24 hour day are equal to at least one-haff (1/2) of
the number of regular hours in the employee's day shift, and

3. The overtime is not compensated at a premium rate.
TEMPQORARY ASSIGNMENT TO SHIFT WITHOUT A DIFFERENTIAL

When an employee who usually works on an evening or night shift is temporarily
assigned to a day shift for a period of four working days or less, the employee shakt
continue to receive any shift differential. A temporary change of four working days or less
in shift assignment initiated by the employee is not covered by this provision.

SHIFT IFFERENTIAL WHEN ON PAID LEAVE

Tha shift differential shall be included in payments for all types of paid leave, provided
that the employee would have been expected to work that shift or shifts if the employee
were not on paid leave.

SHIFT ASSIGNMENTS TO TITLES WITHOUT ESTABLISHED SHIFT DIFFERENTIAL
RATES

Prior to assigning a shift differential rate to a classification that does not have an
established rate, the University and UPTE must negoliate the shift differential rate to be
assigned to that classification.

LAWRENCE BERKELEY NATIONAL LABORATORY

Policies, procedures, definitions, qualifications, covered hours and rates in effect at
PERE's certification of UPTE-CWA Local 9119, on September 15, 1997, shall remain in
effect for employeeas at the Lawrence Berkeley National Laboratory and shall supersede
the provisions of this article where in conflict.

ARTICLE 36
SICK LEAVE

ACCUMULATION OF SiCK LEAVE CREDIT

1. After a campus/hospitalfiaboratory implements the Factor Accrual System, an
eligible employee shall earn sick leave credit at the rate of .046154 hours per hour
on pay status, including paid holiday hours but excluding all paid overtime hours.

2. For a campus/hospitalflaboratory retaining the Table Accrual System, an eligible
employee shall earn sick leave credit at the rate of eight (8) hours per month for
full-time employment. Sick leave credit is earned proporticnately, as set forth in
the Sick Leave Credit Table below, for hours on pay status over one-half (1/2) of
the full-time working hours of the month but less than full-time.

3. Until a campus implements the Factor Accrual System ~urrent accrual practices
will remain in place.
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8.

SICK LEAVE CREDIT TABLE
Numbar of Hours on Pay Status

160-Hour* | 168-Hour* [ 176-Hour* | 184-Hour* [ Percent | Hours
Month Month Month Month of time of Sick
Eamed | on Pay Leave
'| Status

0- 79 0- B3 0- 87 0- 91 0- 49 0
B80- 89 B4. 94 88 - 98 92-103 _|50- 66 4
00-109 | 85-115 | 99-120 [104-126 | 57- 68 5
110 - 129 116 - 136 | 121 - 142 127-148 62 - 80 6
130 - 149 137 - 157 [ 143 -164 i50-172 ‘' B1- 93 7
150-160 [158-168 [165-176 [173-184 . 94-100 8

* Hours on pay status, including paid heliday hours, but excluding all paid
ovartime hours.

An employee must be on pay status for at least ore-half (1/2) of the working
hours of a month or quadri-weekly cycle to eam sick lnave credit for that month or
quadri-weekly cycle. Time on pay status in excess (i a full-time work schedule
does not eam sick leava credit. Sick leave is earned during leave with pay. For
the purposes of this Agresment, a quadri-waekly cycle is defined as two bi-weekly
pay periods designated by the University to be conidered as one unit for the
purpose of leave accrual.

For employees on either system, eamed sick Iave for each month or
quadri-waekly cycle is credited on the first day ut the following month or
quadri-weekly cycle excapl that proportionate sick waave credit for an eligible
empioyee who is separating from employment shall bii credited at the completion
of the last day on pay status.

The number of sick leave hours that may be accumulatizd is unlimited.

B. ELIGIBILITY AND USE OF ACCUMULATED SICK LEAVE

1.

General Provisions

a. Requests for the use of sick ieave shall be made in accordance with
campus or departmental procedures.

b. Sick leave is to be used for medical appointmeits with advance approval,
personal iliness or personal disability; and for 1he death or serious illness
of others as provided in Section B.3. and Sectiun B.4,, balow. In the case
of medical appointments, a request for tick jeave shall not be
unreasanably denied.

c. Sick leave shall not be used prior {0 the time it iii credited. Sick leave shall
not be used in excess of the amployee's normally scheduled hours or work
for the day or days for which the sick leave is cluimed. Sick leave shall not
be used beyond a predetermined date of sepa; ‘ation, including retirement
or layoff, or beyond a predetermined date beg nning a leave of absence
without pay.

d. Exempt Employeas — Except as provided 1 Aricle 14, Leaves of
Absence, records of sick leave used shall bs recorded in one (1) day
increments only or in increments of not less than that portion of a day
during which an employee on less than full-tiiie pay status is normally
scheduled to work. When an exempt employae has exhausted all accroed
sick leave, salary shall not be reduced for absences of less than one (1)
full day or less than that portion of a day during which an employee on
less than full-time pay status is normally schedul :d to work.

e Non-Exempt Employees — Records of accrued isick leave usage shall be
maintained to the nearest quarter {1/4) hour.
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Pregnancy

A pregnant employee on approved leave without pay on the date certified by her
doctor as the date on which she is no longer able to work or the date of delivery,
whichever is earlier, can use sick leave beginning with. that day and continuing
through the period that she is physically unable to perform the normal duties of
her job.

3. Care of Others

Up to thirty (30) days of accumulated sick leave per year may be used when the

employee is required to be in attendance or to provide care of either:

a. The sericus iHness of the empioyee's pareni, spouse, same or opposite
sex domestic partner, child{ren), brother, sister, grandparent,
grandchildren, father-in-law, mother-in-law, son-in-law, daughter-in-law, or
step-relatives; or any other person for whom the employee has a personal
obligation who is residing in the amployee's household; or

b. The employee's spouse, parent(s) or child{ren), suffering from a *serous
health condition® as defined in Article 14, Leaves of Absence, Section
B.1.d.

<. Sick leave granted under this section may be used to offset unpaid Family
Care and Medical Leave granted pursuant to Article 14, Leaves of
Absance.

4, Bereavement

Sick leave for bereavement purposes may be used as follows:

a. Up to five (5) days of accumulated sick leave per year may be used when
attendance is required due 1o the death of the employee's parent, spouse,
same or opposite sex domastic partner, children, brother, sister,
grandparent, grandchildren, father-in-law, mother-in-law, son-in-law,
daughter-in-law, brother-in-law, sister-in-law, or step-retatives; or any other
person for whom the emplayee has a personal obligation who is residing
in the employee’s household.

b. in the event an employee has a personal obligation for a person other than
someone listed abave in Section B.4.a., the employee shall be permitted
to use up io five (5) days of accrued sick leave per calendar year for
funeral attendance/bereavement, subject 10 management approval.

5. liness While On Vacation

If. while on vacation, an employee becomes il and is under the care of a

physician and submits a physician's statement, 12 employee may use

accumulated sick leave for that persanal illness. Sick leave may not be used for
iiness of a family member during the employeas' vacation,
SICK LEAVE PAY

Sick leave is pald at the employee's straighi-time rate of pay including any shift
differential, provided that the employee would have bean expected to work that shift or
shifts if not on sick leave,

SICK LEAVE NOTIFICATION AND VERIFICATION

1.

No sick leave pay shall be payable to an employee unless the employee's
immadiate supervisor or designee is notified of the illness/disability and the
probable duration thereof as soon as possible, but in no event later than the
beginning of the amployes’s work day except when the University determines that
the employee's failure to notify is due fo extreme circumstances beyond the
control of the employee. No time for which the employee has requested and/or
received sick leave authorization may be charged to accumulated/anticipated
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compensatory lime, leave with pay, vacation, or holidzy tme, except as provided
in Articke 14, Leaves of Absenca.

2. Any employee who anticipates a series of three (3) or rnore medicat appointments
which will require a repeated use of sick leave, or who 'snows in advance the date
and/or time of scheduled appointments, shall inform hiz'her immediate supervisor
of the anticipated or known schedule of treatment.

3 The University may require reasonable documentaliim of an employee’s sick
leave absence when an absence exceeds three (3} onsecutive scheduled days
of wark, or for shorter periods when:

a Notice has been provided to the employee pricr to hisfher retumn to work,
that documentation will be required, or

b. The employee has been given advance writter. notice that documentation
wilt be required.

4. Employees who have unschedulsd absences due o I 1ess on g scheduled work
day preceding or following a holiday or vacation muy be required to brng a
medical verification of illness to the employee's supti+isor on the employee's
return to work in order for the absence to be authorized:

5. When the University requires medical documentation, it shall ba from a heaith
practitioner licensed by the state in which hefshe practites to diagnose and certify
illness or disability or from an authorized representative: of a recognized treatment
program.

6. The University may have an employee who is claiminy disability examined by a
physician or physicians of its choosing, in accordance, with Article 14, Leaves of
Absence. The University shall pay the reasonable t:iosts of any such medical
examination and may send the employee to a physiciar of its choosing.

7. An employee may be denied the ability to use histher a :crued sick leave when the
employee is absent due to Hiness when the University :as determined that his/her
repeated use of sick leave is abusive, and has given tc.the employee prior written
notice that accrued sick leave use may be denied on fuiure instances of illness.

TRANSFER AND REINSTATEMENT OF SICK LEAVE
1. Transfer/Promotion/Demation To Positions Covered By This Agreament

a. An employee iransferred, promoled, or demote:) without a break in service
10 a position that does accumulate sick leave s)all have any accumulated
sick leave transfarred.

b. An employee transferred, promoted, or demotid to a position that does
not accumulate sick leave shall have hiser accumulated sick leave held
in abeyance. W the employee subsequently noves without a break in
service 10 a position that does accumulate lick leave, the previously
accumulated sick leave shall be restored.

c. An employee who has been laid off and is recal’sd or preferentially rehired
within the employee's period of recall or praferantial rehire eligibility shall
have all sick leave accumulated from prior servi.e reinstated.

2. Reemployment in Positions Covered By This Agreemer !

a. An employee re-employed from University service or State of Califomia
service into the bargaining unit after a break in :ervice of lass than fiftesn
(15) calendar days shall have all sick leave acciimulated frem prior service
reinstated if the new position is one which accur lates sick laave.

b. An employee re-employed in this bargaining unil ufter a break in service of
more than fifteen (15) calendar days but less |han six (6} months shali
have sick leave accumulated from prior serviceiip to @ maximum of eighty
(80) hours reinstated. For purposes of this Se ition E.2. only, "sick leave
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accumulated from prior service" includes sick leave accumulated in State
of California service.

3 Transfer/Promotion/Demotion to Positions Not Covered By This Agraement

a. An employee who is transferred, promoted, or demoted into a position not
covered by this Agreement shall have the accumulation, use, and transfer
of sick leave governed by the policies and/or contract covering employees
in that unit or parsonned program.

b. This Article shall apply to employees with splitVmultiple appointments in
accordance with the provisions of Articie 20, Multiple Appointments.

CONVERSION OF SICK LEAVE ON RETIREMENT

Upon retirement, membars of the University of Califomia Retirement System shall have
their accumulated sick leave converted to retirement service credit for each day of
unused accumulated sick leave.

CATASTROPHIC LEAVE

When the University implemenis a catastrophic leave program at a
campus/haspital/laboratory, or a department at any of these locations, the provisions of
the program shall apply equally to eligible employees coverad by this Agreement.

ARTICLE 37
SUBCONTRACTING
GENERAL PROVISIONS
1. The University retains the right to subcontract all or any portion of operations.

When the University decides to subcontract, and such subcontract will result in
the layoff of employees in the bargaining unit, the University will provide UPTE
with a copy of the Request for Proposals (RFF) seven (7) calendar days after it is
issued. In the avent no RFP is issued and the subcontran:t will result in bargaining
unit employee tayoffs, the University will give at least sixty (60} calendar days
notice prior to the cornmencement of work by the contractor.

2. Prior to the commencement of the work that has been subcontractad and

following receipt of a timely request from UPTE, the University shall meet with
UPTE to discuss the effects of subcontracting upon bargaining unit employees
who may be laid off. Failure to conclude such discussions, if any, prior to the date
on which the subcontracted work beginsg, shall not preciude the University from
implementing the subcontracting on the date agreed upon by the University and
the subcantractor or the layoff of employess pursuant to Articie 13 - Layoff and
Reduction in Time.

DISPLACEMENT OF EMPLOYEES

1. Except as provided below, the University of California will not contract out
services that result in the layoff of non-probationary career bargaining unit
employees.

2. Examples of instances in which a contract for such services may be appropriate
include:

a. The need to obtain special services and equipment that are not available
intemally;

b. The need to obtain special expertise or efficiencies that are better
provided through an outside contractor than by the University; and

c. Financial necessity.

3 Where financial necessity is the reason for the exception, before contracting for
work which is fully or partially supported from state funds, including those at the
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teaching hospitals, the University shall first seek funcing from the Legisiature to
address the financial necessity.

4. When the Unliversity has determined to contract for seivices, it will provide UPTE
with a copy of any RFP within 7 calendar days after il is issued pursuant to A2,
above. Such notice shall demonstrate the approprizleness for the contract, in
accordance with section B., above.

a. If UPTE asks to meet with the University aboul the proposed contract for
sarvices, such a meeting will occur as soon &5 practicable following the
University's receipt of the request. The mtpting wili not delay the
commencament of the contract.

b. If UPTE believes that the University failed to cc!'npfy with the provisions of
Section B., above, it can file a formal compllint with the Office of the
President, Office of Labor Relations. The ofiice of the President shall
make the final determination as to whethe: the contract meets the
conditions In Section B. The Office of the Frasident decision is not
grievable or arbitrable.

EFFECT OF CONTRACT ON EMPLOYEES

To minimize the effects of layoff, when a non-probationa; career bargaining unit
employee is notified or layoff because the University entered 'y a contract for services
that the employee performed, the University will make availatile another bargaining unit
position for which the employee is qualified. The positiin will be at the same
campus/hospitalflaboratory from which the employee was laid off. Where the provisions
in this article are inconsistent with the provisions of Article 13 - Layoff and Reduction in
Time, the provisions of this Article and Section shall control.

1. The available position shall ba offered at the same diiration, percent time, and
appointment type held by the employee when displaced.

2. The available position shall be offered at the same bas«: rate of pay eamed by the
employee when displaced.

3. The right to be offered a position pursuant to this secti n shall begin on the date
an amployee is notified of layoff {displacement).

4. The right of the displaced non-probationary career einployee to be offered a
position pursuant to his section shall terminate upon aci:eptance or refusal of the
offered position at the same base rate of pay.

5. A displaced non-probationary career employee who refuses an offered position at
the same base rate of pay shall be placed in layoff statu:

Nothing in this article shall be interpreted as prohibiting actior!, which must be taken to
establish or maintain eligibility for any federal program, contra:t or grant — including the
contract requirements contained in the agreement betweer the University and the
Departmant of Energy — where ineligibility would resuit in a loss of federal funds to the
University of California.

ARTICLE 38
TRAVEL REIMBURSEMENT

GENERAL PROVISIONS

Employees are eligible to receive travel reimbursement in acrordance with applicable
University or Laboratory policies andfor procedures.

REIMBURSEMENTS

1. The policies, procedures, definitions, qualifications, calulations, covered hours
and rates relative to travel reimbursemeni(s) shall tis applied, changed, or
implemented for employees covered by this Agreemer: in the same manner as
for other staff employees in the University, except as nrovided in Section C.,
below.
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2. The University may determine, on a department-by-department basis and
consistent with the Business and Finance Bulletin, the requirements for reporting
travel expanses.

3. Reimbursement rates reflect the maximum daily reimbursement provided for
specific subsistence expenses, including meats. Only actual reasonable expenses
may be reimbursed, including but not limited to mileage, transportation, toll fees,
and parking fees.

4. When subsistence expense(s) are paid directly by the |!niversity, the employee's
per diem reimbursement eligibility will be reduced accoruingly.

5. University-approved out-of-state lodglng expenses will be reimbursed based on
the expenses actually incurred as supported by receipts, provided the University
gave prior approval for or requires actual-expense reimbursements.

LAWRENCE BERKELEY NATIONAL LABORATORY

Policies, procedures, definitions, qualifications, calculations, covered hours and rates
relative to per diem rates at the Laboralory shall be applied, changed, or implemented for
employees covered by this Agreement in the same manner as for other staff employees
at the Laboratory.

ARTICLE 39
UNIFORMS

GENERAL PROVISIONS

Uniforms are attire required by the University 1o be wom in the performance of assigned
duties.

PURCHASING AND REIMBURSEMENT

1. The University shall have the sale discretion to detarmine if a uniform shall be
worn, who shall wear a uniformn and the conditions under which it must be wom.

2. where the University currently provides either uniforms or reimbursement for
uniforms and, for as long as the University continues its requirement that the
uniform be wom, it will provide either the uniform or the reimbursement for the
uniform at the current rate.

LAUNDERING

Where laundering of uniforms is currently provided by the University, such laundering
shall continue while the requirement for uniforms continues.

ARTICLE 40
UNIVERSITY HEALTH AND WELFARE BENEFITS

. GENERAL CONDITIONS

Eligible amployees may participate in a number of benefit programs generally available to
other eligible staff employees of the University.

. HEALTH AND WELFARE BENEFITS

1. The University health and welfare plans provide an annual open enroltment period
during which efigible employees may elect to change plan or coverage options.
During open enrollment changes can be made for any reason. Employees may want
to make changes due o changes in circumstances of the employees, changes in the
coverage and costs of each plan, and changes in plan availabllity which may change
from year to year. The University may, at its option, during the term of this
Agreement, alter its health and welfare programs. Such aiterations include, but are
not limited to altering eligibility criteria, astablishing new coverage, altering or deleting
current coverage, altering employee and University rates of contribution, or changing
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the carrier for established benefits plans or programs. |1 the event the University
makes such alterations, the changes will apply to empliyees eligible for benefits
within the wnit in the same manner as they apply to other eligible staff employees at
the same campus/hospitaliabaratory. The sole exception: to the above shall be any
altarations praposed by the University which affect only tiargaining unit employees.
In such case, the University agrees 10 meet and confer wilh respect to the proposed
change,

For calendar years 2007, 2008 and 2009, the University'smaximum monthly rates of
cantribution for bargaining unit employees who are eligibleifor and slect to enroll in a
health plan shall be the same as the coniribution rates fo' such plans for other staff
employees.

For calendar years 2007, 2008 and 2009, costs that -:xceed current University
contribudions, and emplovee costs for plans t¢ which the University does not
contribute, are to be paid by unit employees, normally throuigh payroll deduction.

The parties will engage in re-opener bargaining beginning-on ot about May 1, 2009
over this articie as outlined in Article 47 — Duration.

C. EFFECT OF ABSENCES FROM WORK ON BENEFITS

1.

Temporary LayoffiTemporary Reduction In Time/Furlow ih

Heaith plan contributions by the University will be provuiad for unit employees, in
accordance with Section C, below, when the employee . 5 affacted by the following
conditions fasting up to 4 months: a temporary layoff; a temporary reduction in
time below the hours required to be eligible for health biznefits; or a furough. For
health plans to remain in force, employees on temporiiry layoff or furlough must
comply with the terms of the applicable plan documents ' rules and/or regulations.

Military Leave

An eligible employes on military leave with pay for e nergency Mational Guard
duty or Military Reserve Training Leave shall receive jthose benefits related to
employment that are granted in the University's Ml ary Leave policy and its
related documents.

Leaves Of Absence Withaut Pay

a, Approved leave without pay shali not be consilered a break in service
and, except as provided in Section 3.c., beiw, shall not determine
aligibility for benefits.

b. Except as provided in Section 3.c., below, 1in eligible employee on
approved leave without pay may, in accordar e with the benefit plan
documents, rules and regulations, elect to conti] iue Uriversity-sponsored
benefit plans for the period of time specified in thi: bensfit plan documents,
Tules and regulations.

c. An employes on an approved federal Family M:dical Leave Act (FMLA)
leave shall be entitted, if eligible, to continue p |mc|pal|on i health plan
coverage (medical, dental, and vision} as if on pz ', status for a period of up
to twelve (12) workweeks in any 12-month perio |. However, an employee
who exhausts her enfitement to health plan coverage while on an
approved Pregnancy Disability Leave that runs concurrently with federal
Family and Medical Leave, shall not be entiled to an additional 12
workweeks of health plan coverage under the Califomia Family Rights Act.
Other group insurance coverage shall be continu :d in accordance with the
provisions of the applicable group insurance regulations.

D. ENUMERATION OF UNIVERSITY BENEFITS

For informational purposes only, a brief outiine of benefit progrims in effect on the date
the Agreement is signed is found in Appendix B, UPTE unders! ands and agrees that the
descriptions contained in Appendix B do not completely discribe the coverage or
eligibility requirements for sach plan, the details of which hiive been independently
communicated to UPTE.

81




S$pecific eligibility and benefits under each of the various plans are governed entirely by
the terms of the applicable Plan Documents, cusfodial agreements, University of
California Group Insurance Regulations, group insurance contreats, and state and fedaral
laws. Employees in an ineligible classification are excluded from coverage, regardless of
appointment percent and average reguiar paid time. For details on specific sligibility for
each program, see the applicable documents, agreements, reguiations, or contracts.

JOINT BENEFITS COMMITTEE

The University and UPTE will establish a Joint Benefils Committee that will meet at least
four times annually to discuss employee benefits. The Joint Benefits Cormmittes will
veview benefits plans prior to their finalization with benefits providers.

1, The University will provide information on specifications, cost, usage, surveys and
evaluations of benefits plans.

2. UPTE will provide responses, identify problems and issues and share any union
evaluations or surveys of benefits plans.

3. The University will grant release time for up to four career employees, not more
than one per campus/hospitalftaboratory to participate in this committee. Release
time is without loss of straight time pay and will allow for reasonable travel time.

REDUCED FEE ENROLLMENTS

If the University determines to provide reduced fee enroliments to qualified retired
annuitants, it will apply to retired members of the HX bargaining unit to the same extent
as for any staff employees.

ARTICLE 41
UNIVERSITY RETIREMENT & SAVINGS PLANS

GENERAL CONDITIONS

Eligible employees may participate in @ number of retiremeni programs generally
avaitable to other gligible staff employees of the University.

RETIREMENT AND SAVINGS PLANS

1. The University maintains several retirement and savings plans for efigible
University employees. As of September 1, 2006, such plans include but are not
limited to the UC Retirement Plan (UCRP), Tax-Deferred 403(b} Plan, Defined
Contribution Plan (DCP) and 457{b} Deferred Compensation Plan which
collectively constitute the University of Califonia Retirement System (UCRS).
The University may, at its option, amend andfor term.nate the existing UCRS
plans, to the extent permitted by law and consistent with the plan terms, and
establish new refirement andior savings plans for the UCRS. In the event the
University makes such alterations, the changes will apply to employees eligible 1o
participate in the UCRS plans within the unit in the same manner as thay apply to
other eligible staff employees at the University. The sole exceptions to the above
shall ba 1} any alterations proposed by the University which affect only bargaining
unit employees and 2) any alterations proposed by the University which reduce
the UCRS retirement benefits of bargaining unit employees. In such cases, the
University agrees to meet and confer with respect to the proposed change(s).

2. Effective with this Agreement and through June 30, 2008, the amount and timing
of employse contributions, if any, to the UC Retirement Plan will be the same as
those paid by employees of the Research Support Professionals (RX) and/or
Technical (TX)} Units. See UCRP Side Letter.

3. The parties will engage in re-opener bargaining beginning on or about May 1,
2009 over this aricle as outlined in Aricle 47 — Duration.

4, In the event this Agreement expires, the parties agree that the terms of this Asticle
41 — University Retirement and Savings Plans, preserve the status quo and will
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continue in full force and effect unless otherwise e pressly modified by mutual
agreement of both parties.

EFFECT OF LEAVES OF ABSENCE
1. Leaves of Absence Without Pay

Approved leave without pay shall not be considenid a break In service. The
regutations of the retirement system determine the ¢ ffects of such leave without
pay on retirernent banefits,

2. Family Medical Leave Act

Retirement benefits shall be continued for an emplotiee on an apprqved Federal
Family Medical Leave Act (FMLA) leave in accerdan e with the provisions of the
applicable retirement system regulations.

ENUMERATION OF UNIVERSITY RETIREMENT & SAVINCS PLANS

For informationat purposes only, a brief outline of retlrernent and savings programs in
effect on the date the Agreement is sugned is found in Appundnx 8. UPTE understands
and agrees that the descriptions contained in Appendix B dc. not completely describe the
coverage or eligibility requirements for each plan, the c¢:talis of which have been
independently communicated to UPTE.

Specific eligibility under each of the various plans is govemud antirely by the tarms of the
applicable Plan Documents, custodiel agreements, an'l siate and federal laws.
Employees in an ineligible classification are excluded fizm coverage, regardiess of
appointment percent and average regular paid time. For d“taﬂs on specific eligibility for
each program, see the applicable documents, agreements, ni iguiations, or contracts.

ARTICLE 42
VACATION
VACATION CREDIT
1. An employee is eligible to accumulate vacation cre it if appointed at fifty percent

{50%} or more of full-time for & period of six {6) montlis or mors.

2. Until a campus implements the following Factor Accrual System, current accrual
practices will remain in place.

3. After a campus implernents the following Factor Accrual System, an eligible
employes shall earn vacation credit each month or ‘quadri-weeldy cycle based an
the number of hours on pay status for that month ‘or quadri-weekly cycle at the
following rates:

Years of Per Hour Approximate 1 1aximum
Qualifying on Yearly Jlscumulated
Service Pay Status* _ Eaming® __ lialance
Less than 10 057692 15 days 140 hours
10 but less than 15 069231 18 days 188 hours
15butless than 20 080769 21 days 1136 hours
20 or more 092308 24 days |34 hours

Former A& PS Vacation Schedule

Years of Per Hour Approxir-ate
Qualifying on Yearly:
Service Pay Status Esirnirig
Less than § 057692 15 days

5 but less than 10 069231 18 days:

10 but less than 15 080769 21 days

15 or more 092308 24 days,
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* Hours on pay status, including paid holiday hours, but excluding all paid
overtime hours.

** Full-time rate.

For campuses retaining the Table Accrual System, and for the Lawrence Berkeley
Mational Laboratory, an sligible employee shall eam vacation credit each month
based on the number of hours on pay status for that month at the following rates:

a. Ten (10) hours per month for a full-time employee with less than ten
(10} years of qualifying service;

b. Twelve (12} hours per month for a full-time employee with at least ten
(10} but less than fifteen (15} years of quali.ing service;

¢. Fourteen {14) hours per month for a full-time employee with at least
fiteen (15) but less than twenty {20) years of qualifying service; and

d. Sixteen (16) hours per month for a fulHime employee with twenty (20)
years or more of qualifying service.

A month of service al one-half (12) time or more is a month of qualifying service,

Employees in tittes formally covered by the Administrative & Professional Staff
Program (A&PS) as of June 30, 1996 (these titles are marked in Appendix A with an
asterisk), shall continue to accrue vacation under the A&PS schedule until
whichever event occurs first: a break In service of four (4} or more months, or
transfer out of the unit. Upon return to University service after a break in service of
four or more menths, or to the unit from a position outside the unit, such an
employee shall earn vacation in accordance with Section A3, or 4, above.

An employee is eligible to earn vacation credit from herfhis date of hire, prorated in
accordance with the above, if appointed at fifty percent {50%) or more of full-time for
a period of six (6) months or more. An employee who is not eligible to earn vacation
because of a part-time or short term appaintment becores efigible to earn vacation
after six (6} continuous months or quadri-weekly cycles on pay status at fifty percent
(50%) time or more. Time on pay status in excess of a full-ime wark schedule does
not eamn vacation credit.

Earned vacation for @ach month or quadri-weekly cycle is credited on the first day of
the following month or quadri-weekly cycle, except that proportionate vacation credit
for an eligible Employee who is separating from employment shall be credited at the
completion of the last day on pay status. A full-time employee on the Factor Accrual
System may earn vacation credit to a maximum stated in Section A.3., above. A
fullime employee on the Table Accrual System may earn vacation credit to a
maximum of twa times (2X} the employee's annual accumulation rate. A part-time
employee may earn vacation credit to the same maximum number of hours as a
full-time employee with comparable years of service,

VACATION SCHEDULING

1.

An employee may request vacation. When vacation schedules are established,
they shall be established in accordance with normal scheduling practices and in
accordance with the needs of the University. Criteria used in establishing
vacation schedules include, but are not limited to: the employee's skills and skill
level. previous usage of the same time period by an employee in the previous
year, the employee's preference for vacation dates, waffing levels, and/or the
employee's length of service in a manner determined by the employing wnit.

An approved vacation request shall not be unreasonably canceled.

The University will endeavor to respond fo an employee's additional vacation
request{s} within fifteen (15) calendar days of herfhis request for use of vacation.
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VACATION LEAVE RECORDS
1. Exempt Employeas

Except as prnwdad in Aricle 14, Leaves of Absenc, records of vacation used
shall be recorded in ane (1) day increments enly, or il increments of not less than
that portion of a day during which an employee on Ieus than full-time pay status is
normally scheduled to work. When an exempt e ‘nployee has exhausted all
accrued vacation, salary shall not be reduced for absences of less than one (1)
full day, or less than that portion of 2 day during whicl an empiloyee on less than
full-tirme pay status is normally scheduled to work,

2. Non-Exempt Employees
Records of vacation used shall be maintained to the n rarest quarter ('4) hour.
VACATION CREDIT USE

Vacation credit is accumulated from the date of hire. An einpiayee may use vacation
following completion af the probation period, but no vacation shall be used prior to the
time it is credited, except as provided in Articie 4: Campus Clcisure.

VACATION MAXIMUMS

1. Prior to the date on which an employee's vacation crellit will reach the maximum
allowable accimulation, the University shall provide herhim with at least ninety
(90) days notification.

2. The employee shall request datas for use of the vacalion at ieast sixty (60) days
prior to the maximum accumulation. Upon request, an amployee shall be granted
vacation before the amployee's accumulated credit reixches the maximum. If a
vacation cannot be authorized due to operational cor'siderations, the employee
shall have an additional three (3) months in which to tal e vacation to bring herhis
accrual below the maximum. During the exiension, racation shall continue to
accrue.

VACATION PAY

1. Pay for accumulated vacation shall be at the ermployee's straight-time rate
including any shift differential for employees permanently assigned to off-shift. -

2. An employee who separates from employment or who is granted extended
military leave shall be paid for any accumulated vacatich through the employse's
last day of work, excapt that an employee who is retining may use accumulated
vacation up to the effective date of retirement. ’

TRANSFER OF VACATION CREDIT

An employee who is transfermed, promoted, or demoted to anothar position at a University
medical center or campus in which vacation credit can be actumulated shall have any
accumulated vacation credit transferred. An employee who is Iransfemed, promoted, or
demoted to a position at a University medical center or campu:! in which vacation credit
does not accumulate shall be paid for any accurnulated vacaticn st the time of transfer.
An employee who is transferred, promoted, or demoted to or frim a Lawrence Berkeley
Laboratory position shail be paid for any accumulated vacation al the time of transfer.

DONATIONS FOR CATASTROPHIC LEAVE
Any HX Unit employes may participate in & campusmhospitalizboratory's Catastrophic

litness/Injury Leave program, ¥ any, in accordance with the prcvisions of that location's
program.

a5




. ARTICLE 43
WAIVER

A, The University and UPTE acknowledge that:

1. During the negotiations which resulted in this Agreement, each party had the
unlimited right and opportunity to make demands and proposals with respect to
any subject or matter not removed by law from the area of collective bargaining;

2. This Agreemeant constitutes the entire contract arrived at by the parlies after the
exercise of that right and opportunity;

3. This Agreement supersedes and replaces the specific ights and/or procedures
set forth under the various personnel programs and policies, which previously
applied to Health Care Professional Unit employees.

B. As a result of the acknowledgments in Section A., above, the University and UPTE agree
that, for the term of this Agreement, each voluntarily and ungualifiedly waives the right,
and each agrees that the other shall not be obligated to bargain coltectively with respect
to any subject or matter referred to, or covered within this Agreement, or with respect to
any subject or matter net specifically referred to or covered ry this Agreement, even
though such subject or matter may not have been within the knowledge or contemplation
of either or both of the parties at the time they negotiated or signed this Agreement.

C. Notwithstanding Section B. above, the aricles in this contract may be reopened for
negotiation at any time by mutual agreement of the parties.

ARTICLE 44
WORK RULES

The University shall have the right to promulgate and to change any work rules provided:

Any such change shall not be in viclation of this Agreement; and Notice of any such change shall
be the greater of 45 calendar days or any notification time specified under any other Article
goveming the employees affected by said change. Upon receipt of a written requast from UPTE,
received within thirty (30) calendar days of notice, the campus/hospital/laboratory shall meet and
discuss the work rule(s). In no event shall the discussions delay the implementation,

ARTICLE 45
WORK-INCURRED INJURY OR ILLNESS

A. GENERAL PROVISIONS

An employee unable to perform the normal duties of her/his job due to a work-incurred
illness ar injury compensable under the California Workers' Compensation Act are eligibie
lo use sick leave and vacation as provided herein. When sick leave is exhausted and
when employees are still unable to work because of such iliness or injury, employees
may use extended sick leave or leave without pay as provided below. An approved leave
of absence for work-incurred illnesses or injuries shall not be considered a break in
service.

B. RETURN FROM WORK-INCURRED INJURY OR ILLNESS LEAVE

When possible, an employee granted a Work-Incurred Injury or liiness Leave must
provide the University with 30 days notice of his/her ability 10 retum to work. Upon
receipt of the release to retum to work, the University shall either rainstate the employee
fo the same or a similar position in the same department or will determine what
accommodation, if any, will be reasonably provided upon expiration of the leave. If the
position held has been abolished during the leave, the empioyee shall be afforded the
same considerations which would have been afforded had that employee been on pay
status when the position was abolished.
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USE OF SICK LEAVE AND VACATION

1

An employee who accurnulates sick leave and vacatinin shall be permitted to use
accumulated sick leave and vacation to supple iment temporary disability
payments received under the Califomia Waorkers' Carrhensation Act.

Sick leave and vacation payments shall be the diffevence between the amount
payable to the employee under the Workers' of mpensation Act and the
Employee's regular salary.

The additional payment made to an employes to privide the employee with full
salary prior to receipt of disability payments shal he deemed an advance
temporary disability payment within the Workers! Compensation Act.  An
employee who receives an advance temporary dlsabmy payment shall reimburse
the University for such payment. The reimbursenient is used lo restore the
proportionate sick leave and vacation credit as apgno|riate.

EXTENDED SICK LEAVE

1.

An employee who is receiving temporary disability payments on account of a
work-related injury or illness and who has exhauste | all accumulated sick leave
shall receive extended sick leave payments from 1he University in an amount
equal to the difference between payments from Wort ers’ Compensation and 80%
of basic salary plus any shift differential which the employee would have received,
If such employee retuns to pari-time University dillies, the earnings plus any
temporary disability payments, if less than 80% of basic salary plus shift
differential, shall be supplemented to 80% by extinded sick leave payments,
provided the employee continues to be medically authorized for Workers'
Compensation temporary disability. Total extended :iick leave payments shall not
exceed 26 wesks for any one injury or iliness.

An eligible employee who does not have suffi cierL accumulated sick leave o
cover the three calendar days' waiting peris o for receiving Workers'
Compensation payments shall receive extended SICI lesve payment to cover any
part of the waiting period not covered by sick leave. Payment shall be made only
after determination that the injury or illness is cxmpensable under Workerg'
Compensation.

An employee who elects not to use all sick leave is not sligible for extended sick
leave benefits,

EFFECT ON OTHER CONTRACT PROVISIONS

1.

An employee who is receiving temparary disability- payments and supplemental
sick leave or vacation as provided in Section C., at ave, is considered on regular
pay status for all purposes except completion of the probationary period. Sick
leave and vacation accumulated during this period nay be used as soon as they
are accumulated.

An employee who is receiving temporary disability payments and extended sick
feave benellits as provided in Section O., above, it considered to be an regular
pay status for all purposes except completion of the probationary period.
However, sick leave and vacation accumulated duiing this period is credited to
the employee only upon return to work. ¥ an emplcyee separates from University
emplayment without returning to work, the employe s sholl be paid for vacatian for
the period the empioyee received extended sick lea e payment,

An employea on leave without pay and receiving -lemporary disability payments
accumulates sick leave and vacation on the same asis as if regularly employed,
but such accumulation is credited to the Employer; only upen retumn to work. If
the employee separates fror University employme:.t without returming to wark, na
payment shall be made for such vacation credit.

An employee shall not use vacation, sick Ieavu or extended sick leave to
supplement Warkers' Compensation payments beond a predetermined date of
separation or leave without pay. Any vacation ¢ 2dif remaining on the date of
separation shall be paid on a lump-sum basis.
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F. LIGHT DUTY PROGRAM

Subject to operaticnal considerations and budgetary consiraints, the University will
endeavor, oh a case-by-case basis, fo modify duties consistent .vith decumented medical
restrictions, for employees who have experienced work related injuries. This section
shalt not be construed as a guarantee of a specific form of accommadation nor shall
accommodation in one case establish a precedent for similar or dissimilar circumstances.

1.

ARTICLE 46
WORKPLACE COMMITTEES

LOCAL LABOR-MANAGEMENT MEETINGS

The University and UPTE agree fo meset, following UPTE's written request, up to
four (&) times per year unless the parties mutually agree otherwise. Each party
shall designate a chair, who shall have responsibility to make arrangements for
scheduling the labor-management meeting and for drawing up the agenda. Non-
employee UPTE representafive(s) may attend the meetings.

Lp to two (2) bargaining unit employees may be released in a without-loss-of-
straight-time pay status to attend scheduled meetings; provided UPTE has given
the University at least fourteen {14) calendar days' notice of his/her selaction. The
parties may agree to allow additionat unit employees to attend the meetings and
may. by mutual agreement, agree to place those atten fees in a without-loss-of-
straight-time status while in attendance at the meeting{s).

At least seven (7) calendar days prior to the scheduled date of the meeting, UPTE
shall submit the items to be included and discussed. Al the mesling, the
University need not respond to inquiries about items not submitted seven (7) days
in advance. Appropriate agenda items for such meetings include:

a. Administration of the Agreement;

b. General information of interest to the parties;

C. Health and safety matters regarding bargaining unit employaes;

d. General nondiscrimination-related issues, nat pertaining to the facts of an
individual employee's complaint(s);

e. Information regarding personnel transactions and vacancies;

f. Giving representatives an opportunity to express their views, or to make
suggestions on subjects of interest to employees of the bargaining unit;

g. Subcontracting issues;

h. Staffing issues; and

i Additional items mutually agreed-to by the parties for placement cn the
agenda.

B. UNIVERSITY-WIDE LABOR-MANAGEMENT MEETINGS

1.

One General Mesting And One Benefits Meeting

a. General Meeting
The Univarsity (Office of the President, Office Labor Relations) and UPTE
agree 1o meel, following UPTE's written request, once per year 1o discuss
items such as the administration of this Agreement.

b. Benefits Meeting
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The University and UPTE agree io meet once ner year, following UPTE's
written request, to discuss the benefit plans, ccverage, benefit schedules,
carriers, providers, premium rates, eligibility ¢ iteria and the amounts, it
any, of Univarsity and/or employea contributins. The agenda of the
meeting(s) shall be determined by mutual agree.-ent of the parties at least
10 workdays prior to the scheduled meeting {aie. At that same time,
UPTE must identify the names of employees for whom it is requesting paid
release time, in accordance with Section C.2., b ilow.

2. Release Time

a.

UPTE may request release time for up to a total of six (6) bargaining unit
empioyees but not more than cne (1} employee from each
campus/hospitalflaboratory. Designated represe ntatives may be released
from work in a without-loss-of-straight-time status to attend the scheduled
meeting(s), provided UPTE has given the Unive sity at least fourteen (14)
calendar days notice of his/her selection. The parties may mutyally agree
to allow additional unit employees to attend the meetings and may, by
mutual agreement, agree to place those atten.iees in a without-loss-of-
straight-time status while in attendance at the mueting(s).

Release time provided shall be in accordancz with the provisions of
Sections A.2. and B.2.c. of this Aricle.

Without-loss-of-pay-status release time will be piovided for the duration of
the meeting, and for reasonable travel time to zihd from the meeting. Up
to a total of eight (8) hours in one (1) day releass: time may be provided for
attendance at a university-wide labor/managerival meeting. Any travel
and subsistence incurred by the employee(s) attending the meeting(s)
shall be the responsibility of the employeels) or LIPTE.

c. LOCAL PROFESSIONAL PRACTICE COMMITTEES

1. General Provisions

A Practice Commitiee of bargaining unit employses may be established al
each major medical center. Additionally, a Practice Committes of
bargaining unit emplgyees may be established. in each Student Health
Center on campuses not having a major medical senter.

The purpose of the Committee is to consider and constructively
recommend to the appropriate administration wa /s and means to improve
health care professional practice andfor pa‘ient care. Under no
circumstances shall the commitiee address Issues of contract
interpretation or application, nor shall the corimittee's purpose be o
address issues related to collective bargaining or the modification of
contract terms.

When feasible, the University shall provide infer nation requested by the
Practice Committee within thity (30) calendar days of receipt of the
requast. Up to once per quarter the University's itesignee shall meet with
the Practice Committee at one of its scheduled :neetings. Whenever the
Committee makes a written recommendation to the designes, hefshe shall
ensure that the recommendation is coordinatid with the appropriate
administrator. The designee will respond o ther Committee within thirty
(30) catendar days of receipt of the recommendat on unless the committee
members and the University mutually agree that the time may be
extended. The response may take the form of a [ersonal discussion with
committee membaers, or it may be in writing.

2. Release Time

a.

Paid release time will be provided for one {1) member for every one
hundred (100) bargaining unit empioyees or maj i fraction thereof at the
facility, provided that not more than one (1} meinber shall come from a
particular patient care unit or equivalent. Paid' release time shail not
exceed two (2) hours per mamber in any one quarler.
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031 [9474 S 0081 ve | ¥o.00 55004 | 0| $8247 ALY
- B T ) we | $6.400 | $37.55| $6,620 88| $6,807 $7.035 g.ﬂ
SR ;. [was | $7.175 24| $7.318 ; 7815 $7,767
. [G3T (5475 [Aaiiogiet K rEE A AR 8] 30,06 | X103 g
8 : e L o e s1e | $5416 1.13] 55,524 . $5,747 $5.882 .58
. <o N 18 880 57| $8.099 5 $6,346 8,472 | $37.20
v (031 [ 6458 W TI2008] 15 360 SR G| $o57 o] %6749 ! Lﬁ'ﬁ'
! e T lm o oty | ere | $7.022 .36 | $7.182 8| §$7.452 7.607 | §43.68
8 e carsgn. I me “owethy | s | $7.753 | $44.66] $7,908 .38 $8.227 257 |$48.23
Jovie oo winkanc * ) " fum = oMY : o :
. PR - N E . N g L
[l m A TS LR E ETRES] Y5258 | 357
|omcaemnng . e ower | e | $8,384 636,60 $8,511 $6.774 910 $30.71
e s - . sl . owskr | was | $7.048 $40.51] 37,189 §$7.470 7.625 | $43.64
[Snin -0 W . -1 - sy .
‘ OnCat ' - - : o e
031 | 9500 Ocoupational Trerapit, PO T7hBoe]| 326
skl LR ™ R 1 .
SaOfg E . i__,“ - iy o
Weskwd . T ha . oAy il
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1 37.616 | 942.77] $7.767 | b44.04
$8,408 m,m'%
301 39283 ; $o,488 | 564
EXTEEE :gu
$1375 523
$8,143 $8,306

/
ﬁ__

B
%

TTE000] = T 55500 e

By : 56,410 4] 36,536 | §57.68| $6,669 56,502 '@

) e 7,363 $7.510 | 543,

17riE008] 1= | $A.608 [ 82781 B34 ESERES] 237 [ Ea0.t
ot [ en | $6,342 % 35,449 | $3131] $5.567 | €31.04] $5,.60 %'ﬁm %
L ED T | $5,806 016 | $34.87| 6,136 7$6,250 | $36.97 | $6,304
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OTAAB| 1 | 36,657 | S31.62] $6.461 [837.13) N
[o70iR8]_ve | $4.282 % 4,367 | 5o5.10] S4450 | EORen| $4.545 % 6% F
~F ra | ww | $4.728 | 63T 825 | §27.71] S4.91a | $28.27] 85,016 | $2B.03] 5,117 | $owar
v | 35,230 | §30; 24 | §30.80] $5.431 | $91.21) 35,587 | 43t az| 45,647 | B a6 |
T67701/08] 10 070 36,201 Tw‘ﬂ% 36,717 $6.950 %
« -] s | §7,144 $7.357 $7.510 1] $7.784 73| $7,043 I
19 |85 004 ﬁzoa“@ 412 | 3865 36,615 | %
w0 | $6.619 [$38.10] $7.022 | §40.38] $7,226 | $41.63] $7.420 | $Az.60| $7.581
Al . croL
L e 2 A -
4 Ve | $5625 g.rs $5.710 | $32.87| 35,012 | $30.08| ¥5.100 [ 3600 $6,300 | 30020
v | $6,493 | §37.32] $6,688 36,857 | $38.66| 57,076 | $40.68] §7.221 | $41.50
A - - : : —
N - - —:
g 5| 35,008 | [$5.157 | 536,35 $0,274 | B0.00 | S8.400 Yo [ ST
v | $6,657 |$38.93| $6,701 | $30.08] 56,027 | $30.61] $7,064 7,207 | 841
; new | $7.350 | 4224 $7, $7,647 $7.797 1] $7.063 | $48.71
s Tr .- e . - 5 i -
TATE [ E1A8] 55,07 | %_ﬁm’%"rm % S
$6,047 | $34.75] $6,168 282 | §35.10] $6.417 548 | §37.62
36576 37| $6,810 | $3.14] 5,46 [$30.92| 57,084 | $av.7i[ §7,.235 [WAT52
Trael | TS E | 0 |
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1 027 (9857 DIOTRE]| e | 3630 | BAT.08] 5,017 | ¥i551] $3.005 %Wﬁmﬁ
B . . - | o | 54239 | $2a.38] $4.304 | $24.85] $4.411 | $25.35] $4.706 | $27.04] 34,799 szm_e_'
027 ] 6907 {Cybotechnologhst, Sr, Per Diem oo v | SBear :
I“m [ -+, ] - pADOr
oy . uw e
-0 Westmt - - . 0m
ﬂ |- -_ - Bl " oWOIRT - - - -
027 | 8998 Por Dism |07/01/08] 1 | $7.861 | $48.38
L S0 28 varing - LT ©C oMo
o joron ot g e [
& - o8 Waslowrss * ~ ™ .
jon-cat $om [t .
& [T 0202 |Physiclan Assistart, Serior [G7R0M06 | s | $7.505 | BA5A3 | $8.063 | $40.34] $8.005 [64T27] $8.380 | $48 31| 8,567 | $4n.18
N ot g JGm. O owow | en | 38728 .16 $8,004 | $51.171{ $9.081 [ $62.18] $0.262 23] $9.440 | $54.30
G et - s ownone- | - | $9,636 | $55.30| 59,820 1 §56.48] $10,026 | $57.62 | $10,226 | $58.77 | $10,430 | $58.85
E it DO Worhorm [ 0430 - . -
L onca_ 200 ey . K _
E 027 | 9203 |Physician Asst [07/1/08] 1+ | $7.188 | $4T3T] $7.331 13| $7,479 85| §7,626 | $4364| $7.780 71
s prrr—— an owess | e | $7.036 | SAS61] $8.004 | $46.52 $i748] $6.422 | $48.40] $6.500 | $40.37
Laron-co sacea e . ovom | 11s | 58,761 | $50.35| $6,937 | $51.38] $9,116 [ $52.30( $9.299 [ $53.44| $0.485 | $54.51
o wesers < Mmoo - s :
028 | 9246 |Pharmaecist, S¢ 1070108] +a |$10438] $50.90] $10.855 | $42.55] $41,072 | $63.63 [ 611,204 | $64.01 | $11,520 ) §68-21
mevT— s “owour | ew | $11.750 | $67.531 $11.984 | 686881 $12.225 | §70.26} $12470 | $71.67] $12.719] §72.10]
O Mgt wm ~ - gl s 1$12.974] $74.58 i . 2 -
v Wagtan "m Moy ]
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028 | 8247 [Phammacist. Staff ) 07018 | +s | $10.438 | $50.00] $10.865 | $62.39] $11,072 | $83.63| §11,204 | $84.01 | $11,520 | $86.21
L Bonrivg 3] owior | s | $11,750 | $67.53 | $11,884 | $88.88] $12.225 | $70.26 | 12,470 | $71.67] $12,718] $73.10
Larun.or Mg s s | w [ $12974 | §TA58
EB DN vrmakans 104 ominT
— Kon-Col $10.60 gaxrLar — .
0286 | 9248 [Pharmacist, Staff | Joro1os] e | $9.785 | $56.24] $10,176 | $58.48 | $10,380 | $50.66 | $10.586 | $60.851 $10,800 | $82.07
80O Evaring W - omond | etn | $11,015]$683.30] $11,235] $84.57] $11,481 | $85.87 [ $11,001 | $A7.10) $11,924 | $88.63
o Maght T [ v | $12,182 | $89.00 -
ST Woppa) oo [0 ]
L $10.00 [iid
o | 028 | 0240 [Phamacist, Per Diem [orroice] + | $12.021] b4,
8 |orv-Om Evering 2 o100
0O Ngre [ X ] o1
A | SO Waskend 120 LLyl
N jonce $1900 ouir L 1
G 020 [ 9285 |Counselor, Genetic il | 070108 s | $6,360 | $38.65] $6.487 | $a7.28] $6.615 | $3a.02] $6.740 | 53570 $6.883 | $39.50
E ew | $7,021 | $40.35] 37.162 [$41.16] $7.305 [S41.08] $7.451 [$42.82] $7,600 | $43.68
L — - 1as | §7,752 | $44.55] $7,907 %:%44 $8,065 | $46.35| $8,223 | $47.28] 36,388 | $48.21
E {020 [ 6267 [Counelor, Ganetic | 0701081 s 762 23 7 B0] $6.015 | $34.57] $6,135 | $36.26| $6.260 | $36.07
8 ’ e :.334 mﬁiﬁ 2'31 $37. "ﬁ.ﬁm 35.17] $8.774 | $30.83] 56,910 | $39.71
. viw | $7,080 | $40.51] $7.190 | $AT.32 | $7.500 | B4z 14| Srdr7 |$42Q7| sre0 $43.63
020 | 9280 | Counselor, Genetic | [0701/08] +s | $5.162 | 520.81] $5.255 | 530,20 $5,361 | $30.81] $5.467 | $31.42] $5577 | $32.05
s | 55,688 | $32.60] $5.601 [$33.34] $5.018 |$24.01] $6.036 {$34.60] $6,158 | $35.30
1an | $6.280 {$38.00] $6.407 .ssg $65,534 | §37.55| $6,662 | $38.20] $8,79¢ | $30.08
026 | 5289 |Counsalor, Genstics, Per Diem [C701/08 73 | $5.557 | $31.62] 36,400 | 537.13]
[oz8 9313|Sodalwm,cwicallil 0708 _1s | §5.703 | $32.77| $5.817 | $33.43] $5,034 | §34.10| $6,050 | §30.78] 8,174 | $35.48
+w | 36,708 | $36.15 | 36420 | $36.02| $6,552 | $57.86| SB.8BD | $aB.A1] SBEI8 | $36.17
26 | 9214 |Socisl Worksr, Ciinical [OTRR] vs | $5:248 | $30.18 | 35,360 | $36.75] 85,457 | $31.30] $5,567 | §31.00] $4,678 | $oo.e3|
] ww | $5701 | $33.26] $5,007 | $33.85] $A.025 | §34.63] $0.145 | $35.32] $0,200 | $38.03
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029 | 5316 [Social . A O7TRID8] +» | $4.104 [824.10] $4.380 | 625,177 $4.473 | 825.71] %4 567 | §26.24
laren £ Pvening e e s | 4,753 1527.22| 34.848 T.85
e M ™
[Bnil-DNF Weskernl ‘ L] L]
fon-oul ’ $10.00 AT
020 | 8316 |Social Worker I, Clinical PD —[07M0108) = | $5.722 | §32.88] $7.365 | 64243
Evaring [T o puEtRT
-0n Pt "% ] otoT
(DY Wokgrf v - na o "
§toon N_Dlm et ! i
029 | 9317 |Chid ‘AB30C. Sr. To70TX8] = | 34705 | 627,04 $4,789 | 27,65 $4.895 13] $4.904 | §2B.70
‘ g — |_sn | $5.764 [§20.88| $5208 |630.45] $5.404 | $31.06] §65512 | $3168
N . 1118 | $5,735 | $32.068] $56.850 | $33.52| $5.966 | $34.20] $e.087 | §34.08
029 [ 631 Work Associata OIANOB] vs | $3765 | RP1.75] $3.950 522 18] $3036 | $7262] $4.010 | $23.08]
B0 Bvering T gt | enm | 34,178 | §24.01] $4.2681 4.40] $4.347 | 524.00] $4.424 | §25.48
g w0 aoor | 1vis | $4,613 [ $26.61] $4,705 | $27.04 | $4,700 | 82758] $4.806 | §28.13
LR Weantuos! -~ L]
. s L - N
029 | 9342 | Soctal Work Associate, Asst GTA08] va | 33,560 | 820.51] $3,640 | $20.02 | §3,711 | £2133] $3.788 | 20,76 ]
[y Emien we owone | sea | $3030 [§22.64] $4.018 | §23.00} $4,088 | $23.55] $4.181 | $24.03
[omowsgn K1 e | 11as | $4.350 | §25.00] $4.437 | $25.60] $4.526 | $26.01 616 { $26.563
i 0o waskend * - _ m-' . .
070 | G348 | Chikd Development Assoc [GIim8] s | $4277 | §2458| 4,362 | $7507 | $AA40 | 2557} $4.538 | $26.08
A T wis | 84,722 |$77.14| $4,816 | $27.68| $4,014 | §28.241 $5011 } $20.60
: : s | §5.213 | 620.86] $5.317 | $30.66] 36,424 | $31.17] 36533 | $31.60
020 | 9352 |Child Life Speciafist || |OT01/08] 1+ | $4.705 [ $27.04] $4,709 | K27.56 | $4.605 | $20.13] 34,004 | 626,70
.- - . | | $5.194 | 620.85] $5.86 [ $35.45] $6,404 [ $31.06| $6.512 [ §a168
s | $5,735 1§32.08] 35,880 mg&m $34.20] 38,087 | $34.08
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ny_w iitly iy Monthly Hourly lonthly Hourly onthly Moy
Chixd Life [ 070108] ve | $4.277 [$24.58] $4.362 [ $2507 | $4.440 | $25.57 | $4.538 | $26.08| $4,830 | $26.61
‘ en | $4.722 [$27.14] $4.810 | §27.69] $4.914 [$28.24| $5.011 | 528.80{ $5112 | $29.38
: - . v | $5213 [620.08] $5,377 | $30.56| 35424 | $31.17] $6,630 | $31.80] $5.044 | §32.44
t!zslsts':'zi Sr Joro108] « | $3.785 [$29.75] $3.850 | $22.18] $3.908 53| $4,016 | $23.08 4,006 | 2354
‘ s | $4178 [$24.01] $4.201 [§24.49] $4.047 [§24.08] $4.434 | 625481 $4.522 | 62599
: - s | $4.813 | $28.51] $4,705 [ 527.04] $4.700 [ 527.58] $4.503 | $28.12] $4.691 | §26.68
Psychametrist __[o70108] 1+ [ $3.569 |§20. 3,640 | $20.92] $3.711 $21.33] $3.760 | $21.76 $22.20|
L |30 Gat Bvmsing . w28 owewor | oo | $2.030 [$22.84] $4.018 [$23.00] $4.058 | $23.55] $4.181 | $24.03 §24.51
o i 0 gt - o watwr | e | $4.350 [$26.00] $4.437 [$25.60] $4.526 [ $26.01] $4.614 | 76.52 §27.05
8 o -(nir Weshard - - -
— Or-Cal .- _.u — ————— :
A | Paychologiet II [0701/08] +» | 56,930 [$30.83] $7,070 | $40.83] $7.211 [$41.44] §7.355 | $42.27 j43.12
N .08 Evminy ~ - w10 | $7,653 | $43.08] $7.806 | s44.88] $7,962 | $45.78] $8,121 } 548.87 §47.60 |
G ron oo ngre - - s | $5,449 | $48.58| 38,618 | $40.53| $8,700 | $50.52] $8,063 | $51.51 $52.64
E e Dt wakard L] ra. B
L ool (1] P10 . .
E 1 OTAIMG| va | $6.907 | SSB27 | ¥6,428 LW o550 | EoT 60| 6.607 | 0.4 LEE]
8 RO Beig - . “m | ew | $6,858 .50] $7.006 | $40.76 | $7.238 [ 841.80] $7,363 [$42.43 43.28
0O Mgre [ f.om s | $7,682 [ $44.95] $7.835 [ $45.03 ] $7.002 | $45.03| $8,149 | $48.83 p47.77
JBR-ON Weskand ~» L
_POII — L4 . TR
030 | 8385 |, Per Disrn ToTo1/08] 2 | $6537 | $31.82| $6,460 | §37.13
st Bvaning . -
g - - ™
8- ur Waskand K - _-—m'
fon-Cl _ £7.00 Lalalo)
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[nin Lot Evaning. - ! T R v i N -
lsmorags ™ ™ -+ -
o o wosknd e Com
= e un s P - — -
031 9451 [T0 Mhesic ToT18] s | $3.560 | $2081] $2640 | §20.02| $2,711 | %21.33) §3.786 } §21.78] §3,663 | §22,
T el Tor - | e | $3.090 | $22.64] $4018 g.eo 4,000 [§23551 84,181 03] $4.265 | t
) — 146 | 34,350 | $26.00] $4.437 50| $4.526 | $28.01] $4.614 | $20.62| $4.707 7.05
031 ] 464 Physical, Spec Duty ] GERE ; g o -
L [031 [ o465 [Thernpist, Recreation b [TTmime] ve | $5.705 [$32.79] §5,810 | §3344] 5055 | $OA.11] 86,060 [ $3AT0] 95,175 | G640
o - oeowr” | e | $6,200 .20 424 $6,563 [$37.68] §6.665 | §33.42 $8,817 18
s ooty | 1eis | $6,055 | $39.97] $7,004 | $40.77| $7.235 | $41.68] $7.370 | 842.4D] §7.525 | §43.25
e . L
A o v, . -
N | 070106] +s 45 328 .98
G T Rl | e
€ “”lm 1418
l- _fm
E e
s Torioi8] e
[ormi08] + -
- ] s Leaa 0] :- g
i ST T TE L S §47.26 .
T [O473 [Pathologhe, Gpesch Joroiree] $30.37
e Tme e e ™ 62 ; 226 i3 36
| A . [ealsree loucr] 401 |suos] srome | sassel 0138 [waars] sazor [4i7 8
031 | 5474 |Audiologisl, Sr [o7m176| ve | $6.;744 | $38.70] 56,880 |§30.54 | $7,017 40,33 ] §7,167 | §41.18 1| $41.88
T [Lem [ S7445 [$42.70] $7,505 [ $A365] §7.746 | SAki0 a8 41 $8,000 |
X L5l [T | 88222 [34r26] $8,395 [848.19] $8.504 | $40.18] $8.721 | $50.12] $R.A06 .12
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031 | 4TS ] ) 0720108 _va m:%ﬁ's'l"” 17 | §36.83 | 36,846 | §37.82| $6676 | §38.37] $6810 '&.m‘
i . i a +v | $6,048 | $30.92| $7,005 |$40.77] $7.276 | $A1.53] §7,371 |$4238( $7.510 | $43.71]
| - . s | $7,008 | $44.07] $7,821 | $44.98] 57,078 | $45.85| $5.135 | $46.76] $0.297 | 4750
031 [ 480 Ccoupa,Per Diem, 1| [o7o108] s | $8.306 | $47.74] $9.220 | $69.04
v (20 Bvarirgy . ~ - :
v cow sagrt - - -
SO ek T L TR ST et - - - i L ks
. k«- L - - - - .
| [T Oceupa, Por Diem | [T 1a | $7.363 | $42.43| $6,06 | GAT.TA N
| o O Bourig s [ . at- . v,
o H-CNF Mign - L] L
8 JorisoF Washart - T C o L
A e —p— S — E— e
N [o7n108] s | $5.871 T4 | §6.076 | $34.92] $6,197 36,321 331 56,444 | $37,08]
s owum | ew | 38577 | $37.80] 36,705 | $30.655] $0.643 [ §30.33] $6.881 | $40.12] $7.119 | $40.81
E aTaT ) : .
L . BAmRT -
E L y—prm— ——
s [o7ro108 | v« | $5:405 [$ot.08] $5,682 [Baz14] $8,703 [$8277| s6.817 | $33.49

- oumay
[0 N
... s———— e rat—————— N ——

[070108] ++ | $7,000 | $40.23] $7,130 | $41.03] $7 185] $7428 | 4206 $7,570 | $43.64 ]
sy | s | $T.727 | $4441] 87,882 | $45.30] 38,041 1]7$8.201 | $47.13( $5,364 | $46.67
owior [ we | 38531 1$40.G3] $8,705 | 850.62] $8,877 | $61.021 $0,061 | $62.02] 9,233 | $53.08
o 2
R N -
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Ewning an swwr | ew | $6,020 | 82| §7,088 2] $7.209 1.43] $7,353 28| §7.490 10
gt i o semier | van | $7,651 | $43.07| $7,804 85] §7,959 5.74] $8,118 .88 5,231 §47.50
Wales - - wm anior L ;
o T MO0 0RO ~
042 | 9005 et Ruct WMed, Traines | -
Frrre—— "N R -
mnome Bs |, ov N
saosweene T . oeone
I - - L L _ I -
L [0a2 [ o008]T: Nuc Med.Sr.Per DI T07/01/08] 12 | $6,306 | $47.74] $0.048 04
o s oot Evring I T 040107 . s
] oo e | - e [
[arh-Col Waaared [T ] meiar .
A jonCan $10.00 [l - .
N [TE Wuic Mad, PD TO7RB] e | 37055 | SA0] $8.300 | BAT Y
[
E
L "
E T
8 gﬁ Xill §5.526 | EM_E ;W@
53| $6,300 % $8.431 6] $6,560 | $37.70| $6,600 45
[820.01] §7.107 [$40.81] $7.240 | 4261} §7.385 i
(92330 $5,049_ ;;-;w 35,350 61| 55255 | bou.20] 35, r.ma?
42} $5576 04| $6.688 | $32.69] §5.001 34 ALY
mﬁﬁf“ﬁ""@g%ﬁ%’%ﬁ §1 37 54
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1751 $7,408 134257 [ %7708 | §7.061 | 14818
$8,176 1347.00 ] $5,508 | $48.00] $6,670 |
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a0z

[] F) 3 4 3
] [] 7 [ [ 10
T (L] 12 ¥ 14 15
c"::m Title Name Em"‘ E ™ [ T8 19 x
® il el 23 2a 5
s Fo] Fid
ety | touty | wonmuy | vewy | ey | Yoy | mowrs | momty | sominy | wowy
Sants Barbara _
028 | 5426 [Dethtan | [7r1/2008] v+ | $3.:367 | $15.35] $3.435 | 310.74] 33,504 | $20.14] $3,574 | $20.54] 53,645 | $20.08
v | $3,718 | §21.37] $3.703 | $21.80] $3,868 | $22.23| $3,046 | $22,80| $4,025 | $33.13
vis | $4,105 [$23.50] $4,106 | $24.00] $4.272 | $24.58] $4,357 325,04 | 54,444 [ 32854
o | 34,533 | $28.08| $4,623 | $26.67] $4.715 | $27.10] $4,800 | 627.64 ] $4,007 | $28.20
_17172008] 1s | $4.305 1 $24.74] $4,300 | S25.23] $4.470 [$25.74] $4.568 .25 | $4,860 | $26.78
o summe | sm | $4.752 | $27.31] $4.848 | $27.00| $4,943 | $36.41] 55,043 |$20.88] $5.143 | $20.58
MY oviom | 1115 | $5246 | $30.18] $5,352 [$30.70] $5.458 | $31.37] $5,568 | $32.00] $5.670 | $a2.84
8 - m f e | 36782 | $33.28] $5.500 | $33.06] $6,027 | 33464 $6,147 331 $6.271 ] $38.04
A ] Iy
N [7712008] < | $5640 |28 | ‘ ° -
T [77172068| _+s_| $5.215 | 32007 $5,310 | $30.87] $5425 [$31.18] 55,530 [ $31,00] $5.845 | $32.64
A ww | $5,758 | §33.00] $5,873 ]$33.78] $5001 [$34.431 §6,100 | $35.11] $6,233 | $36.82
. 5 145 | $6.368 | $36.04 | $6.485 | $37.97 | $6,614 | $36,01] $6,748 | $38.77] $6.882 | $39.58
B8 e ) wa | 57,010 | $40.34] $7.160 | $41.15] $7,300 | $41.87] $7.440 | $42.81] $7.507 $43.68
A "026 | 6246 |Pharmacist, Sr. T7/1/2008] 1a | $8.373 | $48.12| $8,540 | $48.08| $8,710 | $50.081 $a,866 | $51.07 | $8,064 | $52.00
R . " s | $9.245 1$63.13] $9,420 18] $9,615 | $60.78] $9,810 381 $10,007 | $57.51
B e n_| $10,207 | $60.86 . e . .
: 1248 | Phamaciat, Staft | [7r72008] va | 7,635 |$43.68] 57,768 | SA4.78| $7,043 | $46.:66] $8.103 | $46.67| 68,265 | 47 80|
A - - . ww | $8.430 [Sa8as] 35500 [$4n42] $8.770 [$5040] $2.045 [$51.411 $0.125 [ §52.4d
M -, : wa | $9,307 | $63.48] 39,403 | $84.58 L :
029 | 6313 [Sockal Worker, Ciinical I T7A/2006] o | 34262 | $24.01] 34,367 | $25.10] $4.454 | $25.60] $4,545 | $26.11 | $4.634 | $26.63
" . ew | $4.728 [$27.17| $A622 | $27.71] $4,610 | S2B.27 | $5,016 | 2A6a] $5117 41
; LY s | $5218 | §20.00 | $5.323 {$30.60] 55,420 | $31.20] $5.537 | $31.62] §5.648 | $3248
. L - wu | $5761 1833.11] $5,875 1$3377] $5004 | $a4.45 . )
029 | 5314 | Sockal Worker, Ginical Il [771008] +s | 53,866 | §2522] $3.943 | §22.66] $4,021 | §2a.11] $4,101 | §29.67 | $4.185 213
- - T — - - | em | 34200 [$24.62] $4.352 | §25.01| $4440 | $a6.52| $a,527 | 326.02] 34,616 | $26.04
A a2 v | BAT12 | §27.08] $4.808 | §27.621 §4,002 | §28.17 ] $4.000 73] $6.100 | £20.31
-~ | $5201 | $20.60] $5,305 | $30.48] $5,411 [ $31,10 i .
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1 F] 3 ] 8
s ] 7 [ o 10
T 1 iz (] 1 18
| T Titie Narne ! E 18 17 1 1 )
P 1] -3 ) 7] 5
s ) Fid
trvine
028 | 5421 [Dietitian, PD [7rmo0e] ] $5.5% [0 : -
026 | 5428 | Diethten | | 7/172068] s | $4.125 [$23.70] $4,207 | $24.18] $4.201 | $24.067 S4.977 | $26.18| $4,466 | 525.68
— i ow | 34564 | $20.17] 34,645 [ $26.70] 34,738 | 837.:23] $4.635 | 827.77] $4.950 | $20.33
027 | 6938 | Scientist Spec, Clin Lah, Sr. — J72008| +s [ 98348 | $0,476 | $37.21] $0,600 | $37.96] $6.738 | $38.71] $E.670 | §30.48
rT—— an owwer | ee | 57007 |$4027] $7,148 | $41.08] $7,201 | $41.90] §7.437 74| $7,585 | $43.50]
Farin-oo Ngha 2w T - -
st 08 Vowahars R - K .
oGt - »e” v .
7|an' tist Speciais Ol Leb [7rr2o08| s | $6.162 | 30,308 | $36.04| $6.431 | $36.06]| $0.560 | $37.70| $6.600 | $39.48
Freermae " o | o | $6,624 1320.22] $6.060 | 340.00] 57,009 801 $7.242 | $41.62] $7.386 [ 34245
) Sl ] um owrer .
R et L ] L] L]
jon-Cat »x [l
‘,’ 027 | 8940 Scientist, Ciinical Lab 17h72008] « | $5812 95| $5.725 [$32.00) $5.839 58] $5.956 %‘E‘Tpu 53481
N Twacirg . na -oucior | ee | $6,106 [ $35.81] 96,320 [$36.32] $6.447 [837.08] $6.575 .91 36,708 58
E saoninr . CT I | i . :
[ahit-ON Wedand - - - am - i) ~- v
M u_n ARART
027 | 954 | Gytntachnologiat, Seior_ [72008] va | 8462 |537.31] $6,622 | S3808| 36,755 | $30.62 | 96,500 | $20.60] £7.028 | $A0.80
} nn owser | ew | 57180 | $41.20[ §7.31¢ 02| $7.458 .06 §7,607 |$43.72] $7.750 | $44.59 |
1] L
(957,70 | 36,600 | $36.45
1,621 §7,300 | 84245 |
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Pats | » Fil = . ) z
8 26 k14
Moy | tewrly | wowowy | tewy | sorcwy | vew | Moy | Howy | ooy | Heery
027 | 8958 |Sclentst, Clin Leb. PD THZ008] $6,743 | $38.75
| Rt — - T onm 40107
jrmomngn . ] wn . emwr . )
e ot wasnend - : T o e
POrCalt L] QA krr
UZ7 | 6057 [GLS Apprentica___ [Pfikoc] v | v3.0e8 | 321.28
027 | 8997 Sr. PD | 7r1/2008] « $7.976 | $45.64 M
Shik-DIF Evaning nm oA 0T
Shin-Car Night 2mn ar
om0 womara : ™ T o™
t fon-Can L] — —_— s N —_—
p 1027 2262 |Phy Assistant, Sr. } 7412006 vs | $7.736 | $44.46] 57,861 | $45.35| $5,040 [ $40.26| $8.211 | $47.49] $8.376 13
v e | 58,542 _12‘_.09 $8,712 ﬁm $8,880 | $51.07 | $9,084 | $52.09] $0,245 | §53,13
I_ozr[ozoslp_h&w [71/2008] s+a [ $7.387 | $42.34] $7515 | $43.16] $7.665 [$44.05]| $7.818 | $44.63] $7.074 83
N . - ] e ] 8,125 | $46.75] $6.298 | $47.66] $8.463 [$48.64] $5,632 | $49.81] $8.804 | $50.60
£ | 028 T9246|Phermacist, Sr. [7/172008] +s | $9.765 | $66,12| $0,060 | $57.24] $10.160 | $60.30 | $10,383 | $50.66| $10.570 | $80.73
- « | $10,781][ 801,08 )
m‘m‘?lwmll f71172008] +s | $8,300 EM $8.486 EE $8,676 I_.ﬂ1 $0,689 | $56.72 | $10,066 | $57.85
3t O Eveing “E + | $10.268 $50.01 :
jaran-Der saghs . nm [T )
DN Wesarnt© o ~ R, A— .
on-cen : ~ . . i—— " ] “ -
o | SEis jr i, DI | J77z008] vs | 36,857 | $50.00 | $8.094 | §61.07 | $0.21 | $5206] $5.960 | $54.02] $9,587 A0
it i . sm - -oewr |« | $9,770 1$560.20 - o .
Lo o g - - ET " oaotor
|-l Womlnarad N .
joncas - - . i e - - . al o
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s 5 7 ] [ 10
T ] 1z 14 15
Link | Trtie, Ttle Narns E'::" E 18 7 19 F]
P 21 oy : 2 P
s 25 27
Monthiy Hourly Monthly Howrly Monihiy Minirly | d Moasly Monthly amrly
[ 026 | 6240 |Phammacist PD THR008| 1| $11.267] $64.76
| SrdR-Oof Evaning “re a0 ATy
[ 0 -t Night. oo BALDT
Teak-Lo Wanand ~ [T
jon-Calt ] -
G20 | 9285 | Counselor, Genetc 1 J7rirz008] +s | 84125 | $28.70( $4.207 | 424.18| $4207 | $2A 377 | 2510 4,465 | §25.00
_ ; v | $4.664 | §20.17] $4.645 [§26.70] 4,738 | $27.23] $4.833 | $27.77| $4.6% | $28.39
25 | 6267 | Counsaior, Genetic [7rr2008] ve | $3.745 | §21.62] $3.820 | $21.06] $2.806 | $22.30] $3074 | $22.04 $4.064 | §23.00
vie | 54,135 | $23.76| $4.217 | $24.24] $4,302 | $24.72] $4.368 | $25.22 | $4.475 | $26.72
029 | 5268 | Counsslor, Genelic | “171172008] v | $3.120 | $17.93] $3.183 | $18.29] $3.245 | $16.06| $3.311 | $19.03] 3,377 | $10:41
wio | 53,445 [310.06] §3,514 | $20.19] 53,564 | 520.80) $5,656 | $21.01] 82,720 [ 82143
52 | 5370 [Sorial Worker Il Cinical PD [7rrzo0e] | 6003 | €a4.60 I N I N —
"‘ 029 | 9313 | Social Worker, Glinical 1) 712008 va | 55240 | 33012 $5,345 | §30.72| $5.452 | $31.33] $6,661 | $31.06] 35,672 | $32.60
v - w1 | 85.786 [$33.26] $6.901 | $33.62] $6.019 | $3450] 35,140 | $35.20] $6.263 | $3500
1 1029 | 8314 [Soclal Worker, Clinical i | 7172008] 12 | $4.784 491 $4.680 | §280.04] $4,077 [$28.00] $5077 18] $5,176 [ 826.70
N - N s | 35,282 | $30.90] $5,388 | $30.98] 35,455 | $31.56| $5,600 | $32.21] 35,717 | $32.88
¢ | 029 [ 5315 [Soctal Worker, Ciindcal T7/i72006] va | 54.335 | $24,64] $4.426 | $I6.44] $4.514 | §25.04] $4.605 | $26.46 $4,607 | $20.00)
) - ww | $4.701 [$37.53] $4,880 | $2906] $4.054 | $26.04] $5,064 1820.02) $5.160 | $20.60
1 $5,707 h-zau — ]
ve | 34,125 | 323.70| $4,207 | 324.18] $4.201 | $24.06] $4,375 | §25.16] S4.463 | $25.68
sw | $4.552 | $26.18 | $4.842 [$v008| $4.735 [$27.21] $4070 | $27.76] $4.0%0 [$26.31
W | 83,307 | $19.62] $3.454 | $10.01] S350 | 20911 $3006 | $20.72] $3,677 | §21,4]
s | $3,750 | $21.68| $3,805 | $21.08] $3,001 | #2242 $3.970 |§22.67] $4,060 | $23.39
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1 F] 3 3 ]
8 (] 7 8 ] 10
T 1 2 i3 1 18
Link [ Tite, Title Name !x" £ 18 17 18 ] 0
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8 20
onthly Moty | Moty | Mordy | Howry | Womowy | twery | ey Hously
711/2008] vs | $3.632 |$0200] $4011 | $23.05] $4.001 [ $23.61] $4.173 | $23.90 $4,.256 | $24.48
_ ave | $4.341 | $24.06| $4,425 | $28.45] $4.517 | $25.00] 54,608 | $26.48( $4.700 | §27.01
[7/172008| 1a | $4.339 | $24.04| $4,427 | 42544 $4,515 | S2E.0% | §4.006 | $28.47] $4,608 | $37.00
T ounke | ste | $4.700 | $27.64] $4,888 | 328.00 $4,085 | $28.65] $5084 $5,185 | $20.80
fomm o oo : .
N L] L] y
L) o]
T w1 33507 [ SO0 Sa011 | R23.08] $A061 | SS5 81| TA173 | S2308] $4.556 | 42440
T owics | s | $4341 | $24.08] $4,428 (925451 $4.517 | $25.08 | $4.608 48| $4,700 | 3$27.01
M ¥ 070108
L] ~
n — — —_—
! [Frianoe] v | 5745 | EILa2] $3520 | S01.06] 93,906 | #e2.00] $3.74 |$2284 | 54,064 | E
R v | $4.135 | 82078 $4.217 | §34.24 | $4.302 | 524.72 $4,368 | 82622 $4.47 [$en.72
v [7rieo0s] ve | $3.87 | $19.62] $3.464 | §1001] 33534 | $20.31] §3.605 | $20.72] §3,077 | 82113
] et
N - | en | 83,750 [$2186] $a.825 | 52198| $3,901 |$57.42] $2.070 | $02 67| 34,080 [$2359
£ TI2008 | _vs_| $6.662 | $30.40] $6,616 | $30.17] $5,057 | $30.08| §7,001 | $40.75] §7.233 | $41.67]
‘ - s [ §7.378 | $4240] $7.525 | S4325] $7.676 | $44.11| $7.605 | BAS.00] §7.966 | 34850
[7h7z008] 1+ | $6,081 |$34.83] $6,182 | $35.83] $6,306 | $36.24 | $6.432 | §36.67] $8:561 | §37.70
- +w | $6,692 | $30.46| $6.678 | §30.33] $6.962 | $40.00 | $7.101 [ $40.61] 37,243 [ 94163
[Fr7008] va | $4.125 | $23.70] $4.207 | $24.18] 34,201 | §24.00] 34,378 | 25.35] $4463 | $25.65
5 e | 34,552 1$20.18] $4,642 | £20.68| 4,735 | $27.21| $4,620 | §27.T6] $4.926 | $26.51
TI72008] va | $4.125 1823.70] $4,207 | £24.18] 34201 |SAAB| £4.57A VE2RA8] €4 amn [AORac]
e e ] e | §4,552 [320.18] BA6AZ | 520.88] $4.736 | §27.21 | VARZD | $27.76] $A.020 | $2B.31
031 [ 5408, Recrestion [ T7TAR0G8]| w | §3,745 | $21.62] $3,810 | $21.05] $3.608 T2 0] B |2 ] o 0
S ~ | ww | 34,136 | $23.77] 34,220 | $24.35] $4,305 | §34.74} 64,390 | $26.231 $44T7 | $25.73
031 ] 0471 PO TAiZ008] 1| $8,335 | $47.00 = P -
031 | 0472 [Pathologist, Spsech, St TIZ008] vs | $0,364 | $36.67 | $B,492 | 89731 ] 8,622 | £30.00] 6,756 | $90.62] $6,800 | 830.80
| — - | »w | $7.029 | $40.08] §7.160 | $41.20] $7.311 | $42.02] $7.458 [$4200 | $7,807 | #4572
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1 z 3 4
8 [ T ] ] 0
T 1 1z 3 14 ]
:: a.':: Tt Name lﬁ“ E 18 7 18 [
P 21 F=] E=) 24
8 26 F1d
Monthly Howy Montly Moty Moty onthly
031 | 9473 [Pathologtst, Speech_ 71172008 +s [ $6.061 |$34.69| $6.182 | $35.53] 56,308 | $36.24 $5.431 | 538.08
- ' e ' ~ | ew | 36,600 | $30.45] $6,624 | $39.22| $6,060 | $40.00] $7,000 | $40.80
031 | 9474 [Audiclogist, Sr [7r/2008] « | 56,081 ﬁﬂ $6.162 | §3553] $6,306 [$38.247 56,431 [$36.08
- - < C = "] em | 56,600 [$38.48] 36,824 {339.22] $8,960 | $40.00] $7,080 | $40.60
031 | 9476 | Audiclogist [7r7008 | s | 35502 | $31.62] $5.612 25| §5.725 | $32.90] 35,690 | $33.60
__ \ i — - ow | 58,074 | $34.91] $6,196 1 $35.61| $6,320 | $38.32] 50,447 | $37.08
031 [9490 | Therapist, Occupational || PD T172008] 1 | $8,248 | $4T.AD
031 | 5491 | Thorapist, Occu 1) PD TATZ008] 1 | $7.421 | $42.68 ;
031 | 5408 Therapist, Occupational I TAR00B| s | 95,364 | SI87 | So4u2 | 5701 | Se622 [JB08] 6,755 (43863 ]
ow | $7.020 | $40.35] $7,160 | $41.20] 57,311 | $42.02 ] $42.00
y |031 [ 9498 [Therapist, Occs 1 171/2008] 1+ | $6,061 F$34.83] §6,182 | §3553| $6,308 %&' $30.96
R o1 | $6,600 [ $38.A45 | 6,804 | §39.32| 36,960 '$40.60 |
v [032 | 9003 [Technologist, Nuclear Med, Sr | 7r1i2008] 1+ | 36,682 [§3840] 36818 $39.17| 30,851 [$30.05| 7,091 | $40.75
| pr— nn wown | en | $7.378 [$42.40] $7.526 .25] $7.677 | $44.12] $7.830 | $45.00
N aCm gt L2 R ) :
E | rin.com woshers ’ 'S .
jOn-Call - Ll
032 T9004 [ Tachnologist, Nuclear Med 171172008] 1o | $5.354 | $36.58] $5,452 | 837.31] 50, $30.06 | 36,750 | $38.62
[tve-Dot Evaning [ oot w0 | $7.028 [ $40.30] $7.160 | S41.20| $7,311 | $42.02) $7.458 | g42.88
[IiA-CIN Mgt [ -3 ,.] T- G
[0 DN Woakars R . o e
vt L. L4 s I_E_ T M .
DI s || Cwe, T Wl Sf, FLE jFilus] v | ssuto [BEIE]
| oran-a iy umn 100180
- “rom- - rese -
Bhn-Co0 Washend St m " -
—d e T mew, - — —
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1 2 3 4 []
L ] 7 [ ] 10
T 11 12 13 14 15
Link | Title Effective
Tithe Name E [] 17T 18 19 20
Coda]Code Date P 31 B 24 =
8 0 b4
035 | 8082 |Sr 7HI2008] s | $5.502 | $31.62 12 | $32.25] $5.725 90| $5.839 58] $5.656 | $34.23
0 2recke o, R Topwim | en | $8,074 $34.91] 38108 1] $6,320 32| $8.447 1$37.06] $6.575 | $37.10
o mgn * .00t pER, R s L -
Lo Washert me s m i = :
1 L ™ . . t I
R umslm:;"'I [7ri/2006] s | $4.062 | $20.60] 35,001 | $2058 $5,104 | $20.06] 5,208 |$30.45] $5,404 | $31.00
v 2O By R m o, oo | ew | $5512 | 831,881 $5022 | 832.31] $5,735 98} $5,050 |$23.82] $5.960 |$34.28
I jeosrags. . [T R - ) - T -
N L0000 Wastuns Y . . ; . .
E foe-con 5 R e T i T P
708 [ 0240 | Pirysiciat Howp Hadiation [THiZ008] va 304 WWWWWWWE%
— R . ww | $7.028 | $40.90] $7,100 [841.20] $7,311 [ $42.02] §7.450 | $42.08] §7.607 .72
106 | 6241 |Ast Physicist Hosp Rackation {77200 ] s | $4.992 | $28.65] $5.001 $5.164 | $20.68| 86,298 | $30.45| §5
T v | 86,512 | $91.68] $6.622 | 332311 $6.736 | §32.00] 85,860 | 833,82 5,006 [ 3420




APPENDIX B
ENUMERATION OF UNIVERSITY BENEFITS
A HEALTH BEMEFITS

1. Medical Program - A variety of Heaith Maintena.e Organizations
(MMOs) and fee-for-service plans are availabie to cover efigible
employees and their eligible family members. Choice of plans may vary
from location to location. Eligible part-time employ:es appointed and
paid by the University to work a specified minimurr appointment and
average regular paid time may be covered by the CCORE major medical
plan, The plan is available to the employea and aligible: family members.

2. Dental Program — Dental plans are available to eligitle employess.
Employess may cover themsetves and thair family menibers.

3. Vision Program — A vision plan is available to eiigible ornployoea
Empioyees may cover themseives and their eligible fan ity members.

B. UNIVERSITY OF CALIFORNIA RETIREMENT SYSTEM

1. University of California Retirement Plan (UCRP) - Eligible employees
covared by this Agreement shall be covered by the University of
California Retirement Plan {(UCRP).

2. IE;M_PEQ - Voluntary participation i1 the UCRS Tax-
Deferred 403(b) Plan is available to all University .:npioyess axcept
students who normally work less than twenty (20) hours per week. The
Plan provides a mix of intemally and extemally managed investment

options.
3 Defined Contribution Plan (OC Plan)
a Pre-Tax _Account - All current member coitributions to the

University of Callfornia Retirement Plan (UCRF) are redirected to
the Pretax Account. Although payroll reductisns default to the
Savings Fund, participants are offered a mix of internally and
extemally managed investment options. Redire:tion is subject to
annual Regental review.

b. Pre-Tax/Safe Harbor Account - Employeas wha are not in a UC-
sponsored defined benefit retiremant plan make
contributions of 7.5% of eamings up to the Soilal Security wage
base to the Pretax Account in Beu of paying the Oid- Age,
Survivors and Disability Insurance portion of Sovial Security taxes
(Safe Harbor contributions). Although payroll re:luctions default to
the Savings Fund, participants are offered a mix of Internally and
externally managed investment options. i

c. After Tax Account — Voluntary participation i1 the After-Tax
Account is available to all University employoe: except students
who normally work less than twenty (20) hours »er week. Payrol
deductions may be invested in a mix of interniilly and extemally
managed investment options.

4. 457(b) Deferred Compensation Plan — Voluntary piirticipation in the
UCRS 457(b) Plan is avallable, effactive October 1, 20C4, to all University
employees excapt students who nommally work less than twenty (20)
hours per week. The Plan provides a mix of intemally and extamally
managad investment oplions.

C. LIFE INSURANCE

1. Unjversity-Paid - Two Universdy -Paid life insurance pla 1s. Basic Life snd
Core Life provide basic Ife insurance coverage. Thi amount varies,
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depending on your appointment rate end averzje regular paid time.
Eligible empioyees are automatically covered by e plan for which they

qualify.

2. Supplemental - Opfional personal life insuranct and dependent e
insurance is available and may be purchased by el jible empioyees.

OTHER INSURANCE

1. Accidentsl Death & Dismemberment insurance - Egible employees may
purchase Cptional AD&D insurance. A variety of cuverages and amounts
are available to cover employees and their eligible f.umily members,

2. Business Travel ident Insurance - Employees who are u'avellr_fg on
official University business are covered by $100,001} of accidental death
and a scheduled dismemberment insurance.

3. Disability [nsurance
a.  Short-Term Disability Insurance — Short-Term disability insurance is

available 1o eligible employees, Eligitle employees are
autornatically covered by the plan.

b.  Supplemental Disability Insurance- Optional supptemental disability
insurance may be purchased by eligible employees. This optional
coverags augments the Shaort-Term Disability Insurance referenced
above, and provides Long Terrn Disability coverage.

4. Legal Expense Insurance Plan — A legal expense ir:surance plan may be
purchased by eligible employees. The plan is eriployee-paid through
payrolt deductions.

5. Auto/Homegwner Insurance - Individual auto and home insurance
policies are available which may be purchased by eligible empioyees
through payroll deduction.

OTHER BENEFITS

1. Tax Effective Salary Reduction Program
a. Retirerngnt Tax Savings Plan — Required monthly participant

contributions to the DC Plan Pretax Accouat are automatically
deducted from gross pay before federal iind siate taxes are
calculated.

b. Tax Savings on Insirance Premiums (TIP) - Employees enrolled
in certain benefit plans are automatically eniclied in TIP, unless
the employee makes an efection o withdraw. After the University
contribution, if any, is applied the net insu anca pramiums are
deducted from gross pay before federal and s ate taxes.

2. Degpendent_Care Reimburgement Account (DepCire} — DepCare is
available to eligible employees and allows employeiis to pay for eligibla
dependent care expenses on a pre-tax, salary reductinn basis.

3. Heath Care Reimbursement Account (HCRA} - The Health Care
Reimbursement Account is available to eligible erraloyees and allaws
them to pay for eligible heaith care expenses rot covered by the
employee’s medical, dental, or vision plans on a pre ax, salary reduction
basis.

4. U.8. Savings Bonds — Through payroll deductions, investments can be
made i United States Serfes EE Savings Bonds.

5. Death Payments - Death payments are provided uiion the death of an

employee who has been on pay status at least fifty piircent (50%) time at
least six (6) continuous months prior to death, Paymentis a sum equal to
the deceased's regular salary for one {1) month, and shall be paid to the
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person or persons in the first of the following categories in which there is
a survivor: legal spouse or domestic partner; child or children; parent or
parents; or sibfings. If there i3 no survivor in any of the foregoing
categories, the benefit will be paid to the estate, or if there is no estate, to
the beneficiary designated in the deceased's Uriversity-paid Ife
insurance policy. All monies due and payable to the emplaoyee at the time
of death shall be paid to the employee's surviving spouse or domestic
partner and/or eligible dependent(s).

Alernate Retirement Plans -~ Employees covered by altemnate retirement

plans are subject to plans rules and regulations, and not subject to UCRP
coverage.
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Appendix C
List of Arbitrators

8. MNorthem List of Arbitrators:

b. Southem List of Arbitrators:

Charles Askin

31 Loma Vista

Walnut Creek, CA 94597

Ph (925) 934-1929 Fax (925) 472-0408

Howard Blo:k

Wellington f'laza Suite G

505 East First Street

Tustin, CA 62780

(714) 544-3:123 - Telephone & Fax

Bonnie Bogue

3020 El Cerrito Plaza, #411

El Cerrito, CA 94530

Ph (510) 527-72056 Fax (510) 527-7205

Joseph Gen llg

P.O.Box 7418

Thousand Ouks, CA 91359-7418

Ph (B0S5) 49¢1-4282 Fax (806) 499-0018

Luella Nalson

4096 Piedmont Avenue #159
Piedmont, CA 84611

Ph {510} 658-1959 Fax (510) 658-9423

R. Dougias (.olling
P.O. Box 43119
West Hills, C 4 913084309

(818} 716-8559 - Talephone and Fax

Paul Staudohar

1140 Brown Avenue

Lafayette, CA 64549

Ph {510) 885-3080 Fax (510} 8854796

Louis Zigma

473 South Hlt Avenue

Los Angeles, CA 90048

Ph (310) 556 3748 Fax (310) 550-8439

John Kagel

P.0. Bax 50787

Palo Alto, CA 84303

Ph (850) 325-0389 Fax (650) 3254394

Kenneth A_ Firea

P.O. Box 27E3

Del Mar, CA 32014-5788

Ph {619) 4815191 Fax {619) 481-0149

Kathieen Kelly
406 Capital Mall, 27™ Fioor
Sacramento, CA 95814

Ph (916) 3214500

Fred Horowit:!

P.O. Box 3611

Santa Monicz, CA 90408-3813

Ph (310) 829 5064 Fax (310} 448-1049

Ed Edeiman

516 Wamer Avenue

Los Angeles, CA 90024

Ph (310} 474-3794 Fax (310) 475-8782

Bonnie Bogut

3020 €l Cemitn Plaza, #411

El Cermito, CA, 94530

Ph (510) 527- 1205 Fax {510} 527-7205

Alexander Cohn

P.O. Box 4006

Napa, CA 94558

Ph {707) 226-7096 Fax (707} 252406

George Marsliall

854 Pico Bousvard

Santa Monica, CA 96405

Ph (310) 463-'012 Fax (310) 234-824

Phil Tamoush
P.0. Box 1128
Tomance, CA 90505

David Hart
1350 Front St aet, Room 40680
San Diego, C/v. 82109

Ph 1{800) 747-9245 Fax 1(B00)903-4266 | (619) 525-4231
310) 540-4878 — home
Neil Herring Luedla Nelson
503 Sandretto Dr. 4006 Piedmor - Avenue, #1589
Sebastopol, CA 85472 Piedmant, CA 94611
Ph (707) 823-9418 Ph (510) 658-.959 Fax (510) 658-9423
Barry Winograd Barry Winogra:i
Lake Merritt Plaza Lake Merritt Plnza

1999 Harrison Street, Suite 1400
Oakland, CA 94612
Pt (510} 465-5000 Fax (510) 273-8746

1898 Harrison ‘Street, Suite 1400
Oakland, CA £4612-3517
Ph (510) 465-£-300 Fax (510} 273-8746
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Robin Matt
909 Marina Village Parkway, Suite 149
Alameda, CA 94501

Robin Matt
909 Marina Vii age Parkway, Sulte 149
Alameda, CA 14501 -

Ph (510) 8654662 Ph {510) 865+« 662
Fred Horowitz Bonnte Castre /
P.O. Box 3613 P.O. Box 500:

Santa Monica, CA 90408-3613
Ph (310) 829-6084 Fax (310} 448-1049

Huntington Be.ich, CA 92615

Ph (714) 863-i 114 Fax (714} 963-2305

Norman Brand

150 Lombard Street #3

San Francisco, CA 94111

Ph {415} 882-7172 Fax (415} 982-8021

Norman Brand
150 Lombard filreet #3
San Francisco TA 94111

Ph (415) 882-7 172 Fax (415) 982-8021
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APPENDIX D

UPTE Allegations of B violation of tha Heslth Care Professional:: Agrasment in atfect between the
University and UPTE mus? ba fillad in on this form. Sea '1our Agrssment for details regarding
the filing of a grievence. PLEASE PROVIDE THE INFORM..TION REQUESTED [N ACCORDAMNCE

HEALTH CARE WITH ARTICLE B, GRIEVANCE PROCEDURE OF THE HE/LTH CARE PROFESSIONALS UNTT
PROFESSIONALS | AGREEMENT.

UNIT GRIEVANCE

FORM

GRIEVANT'S NAME NAME OF GRIEVANT'S IMN ZDIATE SUPERVISOR

CAMPUS / MEDICAL CENTER / DEPARTMENT / DIVISIGN WORK TELEPHONE
LABORATORY

EMPLOYEE CLASSIFICATION TITLE NON-WORK ADDRESS TO WHICH CORRE: PONDENCE MAY BE 8ENT TO

GRIEVANT
e
EMPLOYEE EMPLOYMENT STATUS ‘GRIEVANT'S NORMAL HOURS OF
WORK
__. Gorear/Raguiar __ Probationary Full Time ___Casual/Tampotary
PerDiam __ Purt Tima
IF REPRESENTED IN THIS GRIEVANCE, PROVIDE THE FOLLOWING:
REPRESENTATIVE'S NAME REPRESENTATIVE'S REPRESEN TATIVE'S TELEPHONE NUMBER
ORGANIZATION
REPRESENTATIVE'S NON-WORK ADDRESS. CITY, STATE, ZIP
TYPE OF GRIEVANCE: SPECIFIC ARTICLE(B) & SECT ON(8) OF THE CONTRAGT
ALLEGED TO BE VIQLATED:

__ INDIVIDUAL __ GROUP {LIST ALL QRIEVANTS)
___ UNION (MUST BE 81GNED BY THE PRESIDENT OR
DESIGNEE)

DATE OF ACTION CAUSING DATE OF INFORMAL DISCUSSION WITH Dﬁkl'E OF IHFOHI‘AL.
GRIEVANCE SUPERVISOR RE iPONBE

T B Y S I A A

ALLEGED VIOLATION OF AGREEMENT

REMEDY REQUESTED

QREEVANT'S AND/OR REPRESENTATIVE'S SIGNATURE DA'TE
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APPENDIX D

GRIEVANCE REVIEW -- STEP 1

DATE STEP 1 GRIEVANCE RECEIVED BY UC:

l DATE OF UC RESPONSE:

STEP 1 DECISION

SIGNATURE OF STEP 1 PRINTED NAME AND TITLE OF STEP 1 REVIEWER | TELEPHONE NUMBER
REVIEWER
__ 1DO NOT ACCEPT AND APPEAL THE STEP 1 GRIEVANT'S AND/OR REPRESENTATIVE'S { DATE
RESPONSE TO THE SECOND STEP {STATE SIANATURE
SUBJECT BELOW)

SUBJECT OF GRIEVANCE AT STEP 2, (F DIFFERENT THAN SURJECT OF GRIEVANCE AT STEP 1.

GRIEVANCE REVIEW -- STEP 2

DATE STEP 2 APPEAL DATE STEP 2 APPEAL DATE OF UC RESPONSE DECISION ATTACHED
POSTMARKED/HAND- RECEIVED BY UC
DELVERED __YE& __NO

BIGNATURE OF BTEP 2 REVIEWER

PRINTED NAME AND TITLE OF STEP 2 REVIEWER

. 1 DO NOT ACCEPT AND APPEAL THE STEP 2
RESPONSE TO THE SECOND STEP (STATE
SUBJECT BELOW)

QRIEVANT'S AND/OR REPRESENTATIVE'S
SIGNATURE

DATE

BUBJECT OF GRIEVANCE AT 5TEP 3, IF ANY IS5UE(S} OF GRIEVANCE AT STEP 2 HAS BEEN RESOLVED.

GRIEVANCE REVIEW -- STEP 3

DATE STEP 3 APPEAL DATE S8TEP 3 APPEAL DATE OF UC
POSTMARKED/HAND-DELIVERED REGPONSE

RECEIVED BY UC

DECISION ATTACHED

YES __ NO

SIGNATURE OF STEP 3 REVIEWER

PRINTED NAME AND TITLE OF STEP 3 REVIEWER
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APPENDIX E

SIDE LETTER - INACTIVE HX TITLI:$

mmmmlmumm HY, titles at the &) ocifled locations:

tiniversity of Callfomia, Santa Barbara
9285 Genetic Cournsator 11l

9287 Genstic Counssior I}

9341 Soclal Work Assoc

9342 Ass! Social Work Assoc

9382 Sr, Peychometrist

9393 Paychometrist

University of Caltfomis, Riverside
#313 Clnical Social Waorker |l
8314 Chnical Soctal Worker I

8315 CEnical Sociat Worker )

Urdversity of Calttomnia, Davis 0
9318 Clinical Social Worker II, Per Diem.

Universlty of Califomis, 8an Diego
8850 Consuing Toxcologia

8682 Sr. Orthoplist

9004 Nuc. Med. Technologist
9005 NMT Trainea

§240 Physiciat Hosp Radigtion
9241 Asst. Physkist Hosp, Rad.
9288 Genetic Counselor |
8341 Social Work Agsociate

For the University of Califomia: For UPTE-CW
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APPENDIX ¥

SIDE LETTER: UC HAVIS

Thia letter confirms the petties' understanding that the UC Davis Medical Center
amployees in thosa clamifications ideantificd below will contimie 1o rective i
holiday compersation in sccordzpee with the notice wgading “APPROVED PREMIUM
COMPENSATION FOR HOTTDAY WORK FOR SELECTTD A&PS HEALTHCARE
PROFESSIONS™ ugmd by Dennis Shimek on April 25, 1991.

Inchwded Titles:

Code Tifle

5428 Dietitian | )

8938 Scrior Clinienl I.abmlq’y Scientier Specialist

8939 Clinical Lahorntory Scientiot Speciatist

8940 Clinjcal Laboratory Scientist

9247 Stafl Pharmacist 1

9248 Staff Phavmeaciet 1

9306 Licepsed Clinical Social Worker

9307 Social Worker Il

9308 Social Worlar 1 ,
9473 Speoch Pathologist .

9498 Occupational Therapist 1T

9459 Occupational Therapist 1

Signed this 18% _ dayof _ August , 2003.

FOR l‘H'E UNIVERSITY: FOR U'PTE .
;4 % La 7 Gail Gerein
Unlversity Chief Negotiztor UPTE ClnefNagonm [130.4]
Valerio Mamiel .

UC Davia
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APPENDIX G

SIDE LETTER: UC San Francisco Folidays

This letter confirme the parties’ enderstanding and ugreement that all 1 'CSF employees in
the HX bargaining unit whose standard wark schedule requites that the y regularly report
to wotk at San Framcisco Genera! Hospital arc governed by the holiday, zalendar of the
City and County of San Francisco. While the particular deys of obasnimce may differ
between the University holiday schedule and the City and County of § 1 Francisco
holiday schedule, the parties agres that the UCSF HX employees al SFIGH arc entitled to
no less than thirteen (13) administrative holidays per calendar ysar.

Nothirg in this Sids Letter shall impact in any way the holidays ebsen nd by UCSF HX

employees who may, on occasion, be required to report to work at SFC'H but whose
regular work site is clgewhere.

Signed this _ﬂ day uf_QJ&M 003,

FOR THE UNIVERSITY: FOR UPTE:
(I 2y DZX ,@a& Widtias
'r're'}f Folef” ail Gareia
University Chief Negotiator UPTE Chicl Nepoliator (HX)
CZ A -
“Toshua Samucls
UC San Francisco
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APPENDIX H
$IRELETTER~ Equity Discusalons

Upmﬂww:mnmddlmUnbntolhnomcudhmdentubormmﬁmmhl
Universily end UPTE agrea 1o meet, following the transltion fo aleps in August 2007, The
purpose of this mesting is ko discuss potsntial, individual, intemna) aquity conceme.

' Twn)mmmbmwwummmum«-
Workptace Committees,

Tha parties undenstand that the Univeralty 15 under no abiigetion 1 adjust an individual's salary
23 a resylt of these discunsions.

Forihe Unlv.anlly of Californta; For UPTE-CWA;
Shefley L. Nielsan Ellen West
. Assistan! Director, Laber Relgtions Staff Raprosemative, CWA,

-
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APPENDIX |

SIDE LETTER - UCLARICLAMC
ExXPERIENCED BASED BTEPS

The parties agree thet the following titie codes in use et UCLAAJCLAMC wil sither remain (in the case
of Clinical Lab Sclontists and Oocupational Therapists) or be placed or, sxperience basad steps
effective upon ratification of this agresment.

Clinical Lub Scientist Series — Title Codes 8638, 8039, 8940

Occupationat Therapist Series ~ Title Codes 8408, 8499

Clinical Social Worker Senes -- Title Codes 8313, 9314, 5315 ano 83° 8(Per Diem)
Pharmacist Series — Tithe Codes 9247 and 5248

In order to facilitate the myolng review of experience in each of the titles, the University will use a
common date of January 1% of each year to determine the amound of exped :nce that an HX emplayee
in any of thase tities has attained and will then adjus( hig/her step, if appropriite.

For thy University of California: For UPTE-CWA:
SMibam. CAlodide®
Shellay L, Nielsen Ellen Wagt

Assistant Director, Labor Relations Staff Representat <, CWA
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APPENDIX J

SIDE LETTER - PTO AT UCLA MEDICAL CENTER

Employees in the bargaining unit who are emplaoyed by the University of Cafifornia Los
Angeles Madical Center (UCLAMC) will continue to be subject to the Paid Time O (PTO)
policy in effect at this location.

Employsas covered by this will continue to be exempt from the provisions of Article 26 -
Sick Leave and Article 41 . Vacation of this Agresment.

UCLAMC may amend its PTC policy upon thirty (30 days natice ' the local UPTE office.

Wﬂy of California; For UPTE-CWA.
Shelley L. Nielsen Eflen West
Assistant Directer, Labor Relations Staff Representative, CWA
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APPENDIX K

SIOE LETTER - Lump Sum Signing Boaus

Sheley L. Nisizen ' Ellen Wast
Adsistand Ditector, Labor Rutations
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APPENDIX L

+

BADE LETTER - UNWVERSITY HEALTH AND WHLFARE BENEFITS

The paties sgread, after reaching o tentstive agreemant on the enlis contract Inchuding Article 40 —
University Haafth snd Welfwe Benafits, mmm!monas.ofmw to avold confugion among

will sarve a3 & clerlficafion of the und 9 bebiwsn the piities ma 1o how HX
Uit woukd be hardied wih ragard to Heatth and Wolfare Benafis st the 2009 contrect re-opaner end
should the contract betwanh tha panles axpine without & rivw sgresment to fepisce it in 2011,

1. The perties understand thit plan changes may occur, offafings may chango, and that the bidding
and cpen snmliment processas Wil continue.  Bpacificatly, the kens outiined i Bection 8.1, of Article
mmmnmdmcxwplmmm(u bum costy, nts) 1o emplaysss will not
inCroase unid expressly Modiiad by Mutual egreement of both partios or upon comvpietion of the
HEERA mardatad procasses,

2. Th-p-ﬂ:-m-hltrupmﬁuspdhﬂmp-runh1hhhc1mu-palluh-ﬂldh
heath ang weifare benafils of HX employsss cuitng the 2008 Open Enrollman, process for 2007,
=

Specifically. the premiun relas changed snd the salary banding fevels ware updated for all other
smploygea but they remained uohanged from the 2008 retes #nd talary bends for HX employeas.

3 1t e furher undersiood that the parties wil engage In re-opener bergaining over Articla 40 -
Urtiversity Heatth and Yvaifars Banafits in 2000 for heith and waifare banefits t. by sppiad In calendar
yasrs 2010 and 2011,

For the Univeruity of Caldomia; For UPTE-CWA:

(S’Z__/UM (bt

Ghalley L Neslaan Ehen West

Assiatani Director, Labor Relations. Sinff Reproasciative, CWA
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APPENDIX M

Atticie 41 — Universily Refvement & Savings PLis
(Effactive through June 30, 2009

; UnIL Wy e b Hﬂmp‘ h Suppext F ';“ "‘IJI'I
‘schrical Wumem contributi 18
Mlllhoenmﬁ) negotistiona for the RX and TX Unib. nm,lhﬂillll
the v il » j 1‘ foro, the perlie . agrew io the

i:

putposes of mbmmthmUCFP one (1) HX-Unlt smpioyss
-mpmu"m“mmmmmmmudlmmrxmmﬂw

smplayse
RX snd TX ommuumdmmm mmmmw-rh
oulcoma is . ‘hyhudwm&yu.hlm tha
HEEMW)wmﬂybrﬂWhmmmmmmﬂ,

3. If the RX mnd TX Units hava diffsrent outcomes on the lssue in any of the shove relanenced
wasziona, (Le. RX begina on July 1, 2007 end TX ot August 1, 2007) the HX unit

will foliow the outcome (.e. mmmwmbu)dﬂuhm-lmmnmﬁmm
nagoliations cver The terms at seue (whither the ferms sfe resched ms the result of &
Mh,dmuran Imposiion by the University =3 .1 #nal reel of the HEERA

mmnmuwmw&nmem

8. Tha Univeralty retalrs, the sole discrstion to withhold stap incre: ses for year s July 1, 2008
9D Compensation increases should the parties have no Te ol 1 on the lesus of the
empicyss contribulion i the perwion plen bangalning by July 1, 2008,

For the University of California; For UPTE- CWA;
s (b

Sheley L. Nistzen Eflwn West
Avvistant Dracior, Lator Retatiors Sinff Representathve, (WA
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APPENDIX N

SIOE LETTER - MhD YEAR INCREASES
ATUCSFCSFEC

The parties agree that UCSFIUCSFMC adjusted the vaiue of the finat stap for sach of the fallowing
Htios sffoctive on December 1, 2007 aa identifiad beiow.

Nuciew Mad Tach, 5¢. - Titla Code 3008 - $51.67
Peychometrist - Titie Code 9393 - $21.76

Social Work Associate - Titks Code 9341- $26 .12
Sootal Work Associrte, Asst. - Title Code 0342 - $23.87
Chikt Development Azzociste - Trie Code G345 - $34.81
Ciinical Social Worker Nl — Tile Code 9313 - 347.39
Clinkcal Bocial Worker 1t - Tite Cods 9344 — $44.03

The parties further agree thal UCSFAICSFMC adjusted tha rates/rangas for the following tties affective
. Saptember 23, 2007 a ideetfiad below:

Pharmaciet, Staft It - Title Code 9247
$60.67, $81.90, $33.17, $64.44, $65.78, 367.08

Phanmacist Staff 1 ~ Tie Code 5248
$50.43, $80.65, $31.88, $83.15, §64.40, 36576

Phammeciet, Sr. ~ Tile Code 8248
$60.80, $62.04, $83.31, $64.60, $65.00, $82.21, $68.58, $69.93, §71.33

For the Liniversity of California For UPTE-CWA:
slaen. Tootr 2N
Shelley L. Niolsan Wend! Felson

Assisian: Diracics, Labor Relutions UPTE Bystemwide HX Coorginator
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